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ABSTRACT
CONGREGATIONAL CARE AND SUPPORT OF PASTORS TN PARISH MINISTRY:
A SYSTEMS APPROACH TO A QUALITATIVE STUDY OF THE
CARE AND SUPPORT OF SERVANT- LEADERS.
DAWN M. NELSON
JANUARY 16, 2AO7
X Thesis
Leadership Application Proj ect
Non-thesis (ML 597) Project
Congregational care and support of pastors in parish ministry is rarely considered.
While there is literature regarding clergy stress, burnout, and satisfaction; studies were
not located regarding the active role of congregations in the care and support of the parish
pastor.
The church is a social system and can be studied as such. Information was
obtained from church communities that are members of the Presbyerian Church USA, in
Minnesota. The study will explore pastoral perceptions as well as congregational
perceptions to determine understanding and involvement of the congregation in the
provision of pastoral care and support. The results of the Pastoral Surveys and the Focus
Group Interviews indicate that pastors believe parishioners do not understand how to
provide adequate care and support and this is validated by responses of congregational
participants. Group participants acknowledge that it is a topic that they think little about
but, are interested in changing this and exploring the way care and support is provided.
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CHAPTER ONE: INTRODUCTION
Background
There is an elevated degree of burn-out and dissatisfaction in parish ministry as
evidenced by literafure on this topic. The perceived stress (by congregational members
and the pastor) of a pastor in parish ministry is derived from the expectation of the pastor
and parishioners that the pastor must be everything to everyone and that the position
requires a24171365 on-call status. It appears there is little thought given to the personal,
emotional, psychological, or spiritual needs of the pastor by the congregation. The
underlying misconception is that pastors have "a call" and there is divine intervention to
meet all of the needs of the individual pastor. There are pastors who have individuals or
committees assigned to look out for them, some consistently and some occasionally. A
discussion with a pastor revealed that while the pastor feels appreciated by most of the
parishioners, the sense of involvement that most parishioners feel responsibility for is
very minimal (Nelson, June 20,2005). That discussion was the inspiration for this
research sfudy regarding congregational care and support of pastors in parish ministry.
From a personal standpoint it awakened a need within the researcher to be more involved
with the needs of my spiritual leaders.
There are three primary questions to be asked. First, do pastors in parish ministry
feel they are cared for and supported by the congregations(s) that they serve? Second, do
congregational members feel they care and support their parish pastors? Third, in what
ways do parishioners care and support their pastor.
The study will apply the theory of "Servant-Leadership" (Greenleaf, 1991),
which will be explained in the literature review, to a social system or (church
I
2community) to understand the needs of the Servant-Leader and methods in which the
pastoral servant-leaders may or may not be cared for and supported in parish ministry.
Most Christians would consider pastors to be Servant-Leaders based on their chosen
vocation. Are we able to discern a true Servant-Leader and if there is one in our midst
and how does the church community sustain and uphold the Servant-Leader?
Furpose
This research project was developed to discover the issues in the care and support
of parish pastors by the congregation. Analysis of the quatitative information obtained
will provide representation of the misconceptions from pastors and parishioners. It is not
the purpose of this research project to explore the topic of why clergy leave parish
ministry, but to understand the role of the congregation in maintaining pastors in parish
ministry.
Three reasons exist for this study: Firsl, to gain insight from both pastoral and
congregational members in order to provide a two sided perspective for study of the
presence or lack of care and support of parish pastors by the congregation. Second,study
results may serve as a foundation for dialogue within church communities to explore and
develop a design to improve the deficits that exist within most church communities.
Third, no previous studies could be located that discuss the topic of congregational care
and support for pastors in parish ministry. The primary focus is the understanding of
congregational members on the topic of care and support of pastors in parish ministry.
This study has gathered information from two groups within the church
community. Through the use of the individual Clergy Survey-Part A (Appendix J),
information will be obtained from pastors serving in parish communities and a cross-
.}
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sectional viewpoint will be obtained from parishioners through the use of Focus Group
Interviews-Part B (Appendix K).
The research will be based and conducted on a social systems approach
(Anderson, J. & Carter, I., 1978) while employing the use of Appreciative Inquiry (AI)
Theory (Michael, S. 2005) to construct the Clergy Survey and the Focus Group
Interview. The researcher found that in order to meet the second reason for the research,
dialog in church communities, positive inquiry method was necessary. Follow-up
questions by the researcher and assistant also employed AI techniques.
Research Ouestions
This research study seeks to answer three main questions. The first question asks:
Do pastors in parish ministry feel they are cared for and supported by the congregation(s)
that they serve? This will be addressed through the use of the Clergy Survey. The
second question that will be addressed in the course of the Focus Group Interview is: Do
congregational members feel they care and support their parish pastors and third, in what
manner do congregational members provide care and support?
Potential Sisnificance
The potential significance is that this may be the first study of its kind, seeking
information from both pastors and parishioners. This study is seen as a building tool
rather than a means to answer the big question. This is a first step and will be successful
if dialogue within church communities begins to take place. The church community that
can care for the pastor effectively will also be equipped to provide care to the community
beyond the church walls.
4CHAFTER TEQ: 
.-L.ITERATURE BEYIEW
Ig8oductiop
This study incorporates four components into the exploration of Congregational
Care and Support of Pastors in Parish Ministry. A cornerstone approach has been
selected to study Congregational Care and Support. The cornerstones are Servant
Leadership, Social Systems Theory, Appreciative Inquiry, and Clergy Stress and
Burnout.
The Corners tones
These components were chosen for the following reasotrs. First, Servant
Leadership was chosen because it fits with the Christian view of the pastor as a servant to
Jesus Christ- The researcher is also curious how non-scholars define Servant Leadership.
Second, the intention in the survey and focus group questions was that they would be
meaningful and positive. There was an expectation that there would be some negative
responses but an attempt was made for the inquiry to be positive in order to reduce the
negative responses through the application of Appreciative Inquiry. Third, because of the
aspects of community within Christian congregations and relationships between the
pastor and congregation, it was helpfut to apply Social Systems Theory and to identifu
Servant Leadership
Social Systems Theory Appreciative Inquiry
Clergy Stress & Burnout
)the church community as a social system and assess the congregation/pastor relationship
in this context. Fourth, it was not the intent to study pastoral stress and burnout but rather
assess the involvement in pastoral care that parishioners provide and gain understanding
about the role the parishioner plays in providing care and support for the pastor. There is
an established relationship between burnout and the unrealistic expectations of the
congregation.
$ervant-Leadership
Servant-Leadership emerged in 1970, developed by Robert Greenleaf in his essay,
The Servant as Leader. "The Servant-Leader is servant first. ...It begins with the nafural
feeling that one wants to serve, serve-first. Then conscious choice brings one to aspire to
lead. He is sharpely different from the person who is leader first, perhaps because of the
need to assuage an unusual power drive or to acquire material possessions" ( 1991, p. 7)
At the heart of Servant-Leadership is a piece of literature, Journey to the East written by
Hermann Hesse (1956) from which Greenleaf relates the prophetic meaning of a leader as
servant first which he gained from reading Hesse. The servant-as-leader terminology
based on Hesse's character Leo came at a time in when Greenleaf sensed that the country
was experiencing a leadership crisis. He felt that the message from Journey to the East
was prophetic with a quality of insight equal to none.
In contrast to the emerging servant-leader is the "authentic leader who is chosen
by followers, that the ability to lead with integrity depends on the leader's skills for
withdrawal and action, listening and persuasion, practical goal setting and intuitive
prescience" (Greenleaf, 1996, p.2). A leader can be both authentic and servant in his/her
style.
6In a series of essays by Greenleaf (1996), On Becoming a Servant-Leader, he
wrote about the requirements of responsibility of leaders. The responsibility he attaches
is, it "requires that a person think, speak, and act as if personally accountable to all who
may be affected by his or her thoughts, words, and deeds. People are affected by neglect
as well as by assertive actions. Therefore, responsibility is affirmative and imposes
obligations that one might not choose. It is also negative in that it restrains or modifies
what one might choose to think, s&y, or do" (p.al).
There are numerous essays written by various people who have served in
organizational leadership roles. The essays offer practical application of the principles of
Servant-Leadership that are relevant in a literature review of Servant-Leadership-
Ken Melrose (Spears, 1998, PP.279-296) accepted the position of Chairman and
CEO of Toro Corporation at a time when a "top-down system" was the common
management style. Melrose applied Servant-Leadership principles to turn around the
profit margin but more importantly the employee morale and involvement. He likened the
principles of growing grass to that of a growing a healthy organization in a Servant-
Leadership environment. The formula follows:
Soil Preparation * seeding * sound turf management: bountiful harvest.
"These are the building blocks and Servant-Leadership is the instrument that makes it
happen" according to Melrose. It is much the same for the pastor in parish ministry.as
Melrose learned serving in Lay Ministry at his church" Lessons that Melrose learned as a
servant leader are that everyone has the potential to be a strong contributor, employees'
work best with a nurfuring and valuing environment, and effective and long-lasting
personal growth and learning are accomplished interactively on the job. Melrose
7concludes with a reminder "it's the planting of the seeds that is important, not the
harvesting of them" (p.295).
The American Bar Association published an article written by Irving Stubbs
(Spears, 1998, PP.314-321), The Attorney as Servant-Leader" in 1989. While Stubbs
found that many attorneys practice Servant-Leadership the profession is not a benchmark
profession in Servant-Leadership. This exercise did however lead Srubbs to fuither
explore Servant-Leadership. He relates a story in which a local pastor desperately needed
the assistance of community leaders to work on significant changes in which the church
had an interest. The pastor practiced Servant-Leadership in the manner of "washing the
feet" of the leaders and challenging them to use their communify leadership to act as
servants. Srubbs reports that dramatic results occurred under the challenge. From the
experience, Stubbs gained an insight into Servant-Leadership that caused him to view it
in a new way. "Servant-Leadership is a significant fulcrum for leverage" (p.316). He
cautions, however, against viewing this statement as meaning that Servant-Leadership is
a way to "use" people rather, "many who affirm Servant-Leadership also affirm that we
are stewards of the human and institutional resources entrusted to our care" (p.316).
Greenleaf wrote about servant-hood in a series of three essays titled The Servant
as Leader (1991), The Institution as Servant (1972), and Trustees as Servants (1974).
The Greenleaf definition of a trusteeship and leadership applies to pastors in Christian
ministry.
Trusteeship 
- 
Trustees are legally and ultimately responsible for the instirution
and everything that goes into it. Trustees are not officers of administration - . .
Trustees are members and representatives of the general public whose trust they
Ihold. Trustees make trustee judgments, not administrative or professional
judgments.
Leadership 
- 
going out ahead to show the way 
- 
is available to everyone in the
institution who has the competence, values and temperament for it.
Leaders in business and pastors alike possess a great deal of power over those
they serve. A major component of being a good leader or pastor is the awareness of
the power one possesses and how to use it wisely and ethically. Greenleaf (1974)
states, "having power (and every trustee (leader) has some power) one initiates the
means whereby power is used to serve and not to hurt. Service is used in the sense
that anyone touched by the institution or its work becomes, because of that influence,
healthier, wiser, freer, more autonomous, more like themselves to become servants",
The role of a pastor in the church today is to nurture those who have been placed in
their direct trusteeship as well as to lead the immediate congregational members to
serve as trustees for the peoples of the world at all levels of social (global) systems.
In an essay regardin gT he Servant as a Religious Leader, Greenleaf ( I 982) cites his
idea of "what distinguishes a leader as religious is the quality of the consequences of her
or his leadership. Does it have a healing or civilizing influence? Does it nurture the
servant motive in people, favor their growth as persons, and help them distinguish those
who serve from those who destroy?" (p. 114-115).
Teacher As Seruant {1979) was written as a parable by Greenleaf to describe an
unusual situation that he encountered. A University Physics Professor, Mr. Billings,
offered seventy students an opporfunity to change the life that they would lead while at
the University and prepare them for the life after graduation, Do you want to be a
9servant?, was at the top of the invitation. This was a disciplined undertaking which
adopted the motto) serve and be served by. The professor admitted to being a servant-
leader in training. It was not his intention as the housemaster to be the boss rather, he
was counting on the sfudents to assist him in further developing his servant-leader nature.
The primary goal of Jefferson House was that the residents would do things in service to
others as a secondary function to studies to help make the university "a more serving
institution" (p.18). There was no academic credentialing associated with Jefferson House
because of the belief of Mr. Billings that "one does not want to be a servant for any
external recognition" (p. 20). Another aspect of Jefferson House was the interaction with
leaders in the surrounding community, Generally fwice weekly guests would come to
share their experiences as servant leaders providing sfudents an opportunity to interact
with those who conducted their lives as Servant-Leaders- The members of Jefferson
House functioned as a social system within itself.
Social Sysleluu lheory
The church is a social group and it is a community. The group/community has the
need to belong and be accepted, a need to be validated through feedback processes, a
need to share common experiences with others, and an opporlunity to work with others
on common tasks and "a group is more than simply an aggregate of individuals; it has a
unique wholeness of its own" (Anderson & Carter, 1978, p.84).
Like other social systems, churches face problems similar to those that plague the
corporate world; financial, separation, or scandal. The primary difference is the degree of
emotional involvement that participants exhibit. The higher the degree of attachment an
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individual has toward the church community, the increased level of emotional and
spirirual involvement exists.
The church as a microsystem within the social structure relies on the fellowship of
individual members, one to another to uphold the values and beliefs of the community-
"Individuals are members of many different microsystems and what happens in one can
aff'ect them in many" (Ashford, LeCroy, & Lortie, p.85). The Servant-Leader (pastor) is
at the core of the community to provide guidance, care, and support to the rest of the
community. The pastor needs to interact with and be aware of all the systems
surrounding them. Empowerment is a means of community care and support. The pastor
is empowered by God and empowers the church communiry who extends beyond the
church walls to empower the global community through the spreading of the Gospel of
Jesus Christ to all.
Trans formine Leadership (Adams, 1986) describes five operating premises of
strategic leaders. Premise IV describes a system approach. "A systems perspective is
necessary to avoid emphasis on alleviating systems" (p.1 I ). Reactive operations place
emphasis on the "quick-fix" method of problem solving and often ignore the factors at
the root cause of the problem. Equally important to the discussion of this research study
is premise V that identifies the "attention to needed support systems is essential to
achieving the vision" (p.1 1).
Ashford, Lecroy, and Lortie (1997) describe a system as "any set of elements that
affect or influence one another (p B5). The very nafure of the church institution is to
influence how one perceives the world and to affect the behavior of the individual to
align with that perception
l1
The Alban Institute in Chicago strives to assist and support pastors as well as nurture
congregations so they can grow, flourish, and nourish within their respective church
communities and beyond- The Alban Institute has published many books to assist church
leaders, such as, How Your Church Family Works: Understanding Congregations as
Emotional Systems (1993) and Healthy Congregations: A Systems Approach (1996) both
written by Peter Steinke. In 1991, Loren Mead wrote The Once and Future Church:
Reinventing the Congregation for a New Mission Frontier also published by The Alban
Instifute, These books were written with pastors and lay-pastors in mind to serve as a
guide for church leaders.
In Healthy Cgngr_egations, Steinke discusses "the stewardship of the
congregation: how people care for, respond to, and manage their life together and as a
unit in itself' (vii). According to Steinke, a congregation is an organism because only
living systems or organisms can be classified as healthy or diseased and the health of a
living system is the abiliry of the system to respond to a wide assortment of challenges to
its integrity (viii). Steinke also feels that the health of a congregation is not an end but a
means to fulfill the purpose of life. Jesus did not minister by himself, but He was the
Supreme Teacher and He equipped a Lay Ministry (disciples/apostles) to support and
advance His work. If Jesus had not developed the first Lay Ministry, the Apostle Paul
would not have been prepared to travel the world to establish new healthy congregations,
Church communities develop a vision as do corporate businesses and it is as
essential for the church leader (pastor) to be aware of the support structure in the church
that is available. Peter Senge ( 1990) describes shared vision and systems thinking in
unison with one another. The system, or communiry (in this case the church) will not
Augsburg Caflege Library
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experience growth and commitment within the unit without a shared vision. Some may
think that the church has a vision built in as the work of a Christian is pre-defined to
"spread the gospel of Jesus Christ." This is true, however, it is necessary for each church
communify to define the implementation of the vision or goal based on the community's
various resources. The community must be in agreement of the "vision" or plan if
success is to be obtained.
It is essential to keep in mind that communities, even church communities are
living systems which all possess the same ability to adapt and grow (Wheatley, lgg9,
p.l5). A church experiencing dissension or perhaps a little chaos is not on the brink of
extinction, it just needs to adapt to the changing needs and environment. Systems
responding to disorder, and any disturbance will force the system to self-organize in
search of a new order (p. 21). Maintaining equilibrium within communities or systems is
an on-going activity.
The work most directly related to congregational support and care of servant
leaders (pastors) is a book written by Dr. Melvin Steinbron titled Can the Pastor Do It
Alone? (1987). Steinbron refers to this work as a model for preparingLay People for Lay
Pastoring. The Lay Pastor's Ministry model was developed as a means to assist the
parish pastor in "tending the flockl' (p. 50), to provide much needed interpersonal
interaction for congregational members, and as an outlet of ministry for members.
Steinbron recognized the need to share the burden and to equip parishioners to accept
some of the responsibility for their brothers and sisters in Christ.
Lay Pastors ministry is based on the belief that laity are "gifted and called by the
Holy Spirit" (p.la) and that ordained clergy are not the only qualified candidates to
l3
pastor other helievers. It is essential to understand the definition and activities that
Steinbron assigns to Pastoring. "Pastoring is caring for another by giving one's self in
Christian love to a relationship in times of weakness and times of strength" (p.39). Many
feel that the title of Pastor is to be reserved for the ordained clergy. Steinbron is ordained
but feels that most Christians serve in a pastoring capacity with or without the title. He
feels these people should be commissioned lay people because of their ability to "love
like pastors, care like pastors, visit like pastors, have pastoring gifts like pastors and
pastor like pastors, they are pastors" (p.15). Steinbron also believes that there are a
number of lay people who possess pastoring gifts that are stronger than that of many
ordained pastors. These people have the spiritual gift and ability to compliment or
supplement the work of the ordained pastor and to behave in a similar ethical manner as
one would expect of the ordained pastor.
"Lay People are gifted by the Spirit of God and called into pastoring" (p.15)
Steinbron says he has identified nine essential qualities for pastoring; empathy, warmth,
genuineness, integrity, caring attifude, listening, availability, bearing with, and the ability
to encourage (p. 35). The ministry of Lay Pastors is defined by four actions: Pray for
each one regularly, be available, contact each one on a regular basis, and provide a
Christianexnmplq' PACE (p.63). With more than thirty years of Christian ministry,
Steinbron designed and developed an effective and useful Lay Pastor's Ministry. His
book is a guide for any church to develop and sustain a Lay Pastor's Ministry. The text is
rich in scriptural references to lend substance and validation lest anyone challenge the
notion that only ordained ministers can pastor other Christians.
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The researcher met with Steinbron, (Nelson, 2007) to discuss the Lay-Pastor
ministry, he revealed that there are some churches in which a formal Lay Pastor's
Ministry is not sustained. Steinbron explained that the culture of an individual church
community may be such that the formal Lay-Pastor ministry may not fit. The formal lay
pastor ministry was initiated in at least one of the churches participating in this sfudy.
Steinbron worked with the church himself to establish, develop and equip the ministry
but, in this particular congregation there already existed informal ministries that evolved
naturally out of social and bible groups within the congregation. The members took it
upon themselves to stay connected, informed, and reach out to one another in an effective
way without a formal process. Although the informal groups did not meet the needs of
all, the formal ministry did not take hold, It does not come with a 100% guarantee to
reach all members or regular attendees.
Steinbron relates that many of the congregations start the lay ministry program in
small steps and develop the ministry to meet their needs. The congregation may target
groups within the congregation such as the elderly, singles, or single parent families and
initiate the ministry that way. Rarely does a congregation launch the lay pastor rninistry
fulI-force with enough people equipped to benefit the entire congregation at the onset,
according to Steinbron. In one church that enlisted Steinbron's expertise, the pastor
insisted that a Lay Pastor be assigned to him and his family.
Rediscovering Pastoral Care (Campbell, I 98 1) is a mixfure of traditional
Christian beliefs of pastoral duties and the muted adaptations that are part of Christian
beliefs of today. Campbell offers a mix of psychology and psychotherapy components as
well as an attempt to describe the manner in which we can return to the original meaning
l5
of Pastoral Care. This piece describes and questions integrity and imagery of pastoral
care, courage, healing, folly, guilt, and the life journey on the path to rediscovery.
Campbell focused on the rediscovery of pastoral care. The pastoral care that
Campbell writes about is the care given by the pastor to the parishioners which is
contrary to the topic of research for this paper; care of the pastor by the congregation.
The tradition of pastori.rg that Campbell describes sets the stage for the lay pastor
ministry developed by Steinbron and relates to the development of the community.
According to Campbell, "Pastoral care is grounded in mutuality" (p.21). "'W'e want to
discover a style of Christian caring which treats us as adults, not as errant children or
feckless sheep, and which acknowledges the ambiguity of every offer of care in a
situation of mutual responsibility and mutual need" (p. 13).
In addition, Campbell feels that the confusion regarding traditional pastoral care
can be largely blamed on the human sciences, in particular psychology and sociology.
These sciences have shed light on the causes of human distress and the nature of helping
relationships leading us to believe that we now possess a more sophisticated view of
social interaction and the ambiguities of care and counseling than we previously held (p.
l3). In essence, we have been drawn away from traditionally held beliefs and developed
a new structure to meet our needs. Campbell presents obstacles faced in the attempt to
rediscover traditional Christian Pastoral Care: absence of theological consensus,
awareness of the complexity of human motivation, and uncertainty about the pastoral
role. The first obstacle is directly related to pastoring and is attributable to al[, not just
ordained Christians. Campbell cites The Reformed Pastor by Richard Baxter as a good
example of tradition. Baxter notes seven pastoral functions: conversion of the
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unconverted, advice to inquirers, building up the already converted, oversight of families
in the congregation, visiting the sick, reproof of the impenitent, and exercise of discipline
(pp. 1s-22).
A study of systems through investigation and by discovery requires a sensitive
approach to the information gathering. Appreciative Inquiry (AI) is the chosen method
for this research. AI employs a positive approach to information gathering.
Appreciative Influirv
David Cooperrider was a graduate sfudent in the early 1980's when he developed
the theory of Appreciative Inquiry (AI). "Learning from moments of excellence serves as
the foundation of Appreciative Inquiry" (Mohr & Magruder Watkins, 2001, p.2). At the
time, it was a new way to sfudy conflicts and problems. "sociological research has
shown that as people study problems and conflicts, the number and severify of the
problems they identiff actually increase. But when they focus on human ideals and
achievement, peak experiences, and best practices, these things 
- 
not the conflicts 
- 
tend
to flourish." The premise of AI is to pose questions and inquiries based on what already
works or the positive aspects of a situation, "the power of positive inquiry." It was
discovered that when the emphasis was drawn from the problem and focused on the
discovery and support of the passions, skills, knowledge, experience, and successes of
people, it created excitement to mobilize and implement innovations that normally may
not have been realized. "It invites people to engage in building the kinds of organizations
and communities that they want to work and live in" (Mohr & Magruder Watkins, p. 4).
The use of AI as an interview tool for field research is documented by Sarah
Michael (2005) in her article following the AI methodology to develop meaningful
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interview tools. Michael concluded "that AI played a key role in the success of this
research" and is convinced that the benefits in other developmental contexts will be at
least equaled (p.229). Michael discovered that participants were eager to tell stories,
offered dynamic and unrehearsed info, and spoke more openly (pp.226-227).
Appreciative inquiry was employed as the method to develop the Clergy Survey
and the Focus Group Interview. It is discussed in more detail in the Methodology section
of this paper.
Clergv Stress and Burnout
In 1976, Christina Maslach conducted research about the increasing epidernic of
workforce burn-out. Maslach studied burn-out in various organizational occupations but,
the initial shrdy was focused on people who worked in helping professions (social
workers, child care workers, therapists, physicians, and psychiatrists) as they seemed to
be the most likely candidates for burnout because they work with people and their
problems on a daily basis.
Maslach combined the use of interviews, questionnaire surveys, and
observations to determine the aspects of what is now known as the 'burnout syndrome'.
The study involving more than 200 participants and uncovered three aspects of bumout:
exhibiting signs of emotional exhaustion, cynicism, and "a tendency to evaluate oneself
negatively, particularly with regard to ones work with.clients." The subscales that
emerged were emotional exhaustion, depersonalization, and personal accomplishment
and have been found to be reliable, valid, and easy to administer.
The result of the initial sfudy in 1976 is the development of the Maslach
Bumout Inventory (MBI) which was designed to measure the hypothesized aspects of the
t
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burnout syndrome. "The inventory was written in the form of statements about personal
feelings and attitudes, following the lead of the Hassles Scale (Lazarus and Cohen, I 977)
with each statement on two dimensions: frequency and intensity" (Maslach & Jackson,
1e8l).
The MBI was administered twice in the study. Initially to a sample of 605
people from a variety of health and service occupations. The 47 items on the preliminary
form was scaled down to 25 and it was re-administered to a new sample of 42A in similar
occupations. The results of the two sets of data were very similar; the two samples were
combined(n:1025) for the combined analysis. On the MBI, the frequency scale is
labeled at each point and ranges from I to 6. A value of zero is given if the respondent
indicates that he or she never experiences the feeling or attitude described. The intensity
scale ranges from 1-7. It is not completed if the respondent checks'never' on the
frequency scale.
Maslach (1976) found that on the Exhaustion scale in which the participants
described feelings of emotional overextension and exhaustion from one's work the
highest factor on frequency and intensity is the one referring directly to burnout, 'l feel
burned out from my work'. On the Emotional Exhaustion and Depersonalization
subscales, higher mean scores correspond to higher degrees of experienced burnout, The
Depersonalization subscale contains five items that relate to "the impersonal or unfeeling
response toward the recipients of one's care or service" (p. 101). There are eight items
on the Personal Accomplishment subscale that describe the feelings of competence and
successful achievement that one feels in their work with people. Lower mean scores on
this scale are an indicator of burnout in contrast to the other two scales in which higher
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scores are burnout indicators. Maslacti notes that the Personal Accomplishment subscale
is independent of and not considered to be the opposite of the Emotional Exhaustion
and/or Depersonalization subscales, therefore, the score does not negatively impact the
other fwo scores.
The relationship between the frequency and intensity was found to be moderate
and exists with only about a one-third variance of one dimension is accounted for by the
other with a range across items from 0.35 to 0.73 and a mean score of 0.56. Subjects
indicated that they were pleased with the two-dimensional format of the MBI and this
format was retained in the final version.
The reliability coefficients were calculated for the second sample only (n:420)
as there were items chosen for the initial sample (n:605) for their intercorrelations and it
was felt that these items could inflate the reliability estimates. Graduate students (n:53)
were the sample used for the MBI data test-retest reliability completed in two sessions 2-
4 weeks apart. The reliability coefficients for the subscales were:
Subscale Frequency
0.82
0.80
0.60
0.64
Intensity
0.53
0.68
0.69
0.65
Emotional Exhaustion
Personal Accomplishment
Depersonalization
Involvement
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Validity was demonstrated in three ways: Correlation of an individual's MBI
with behavior ratings made independently by someone who knew the individual, scores
of the MBI were correlated with the presence of certain job characteristics that are
expected to contribute to job burnout, and MBI scores were correlated with measures of
various outcomes that has been hypothesized to be related to burnout. It was considered
that all three sets of correlations were substantial evidence in proving vatidity of the MBI.
Maslach & Leiter (1997) concluded that the development of the MBI was based on the
need for an instrument to assess experienced burn out in a wide range of human service
workers. While clergy were not members of the sample groups, they would be
considered among those who do "people work" (p.99). Burnout thrives in one's work
life because something lacking there. Maslach & Leiter (1997) note six potential issues
that may feed the burnout syndrome. Any one or more of the following may be present in
the person who is experiencing burnout: Work overload, lack of control, lack of reward,
lack of community, lack of fairness, value conflict (pp. l0-16).
Stress and Burnout are not the same according to Rowland Croucher
(Churchlink, 2001). He cites the definition that Hans Selye offers as "stress is in terms of
the response your body makes to any demand on it." It is impossible to live without
stress and there is good and bad stress and essentially stress comes from "outside the
organism, causing your body to respond in either fight or flight." Burnout is defined as
emotional exhaustion "compassion fatigue" (Crouch er, 2007). Burn-out is associated
with social and interpersonal pressures. Croucher cites Dr. Arch Hart who states that
"burnout symptoms may include demoralization, depersonalization, detachment,
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distancing, and defeatism." Croucher includes a list developed by Hart of the differences
between burnout and stress. Examples from the list include:
o Burnout is a defense characterized by disengagement.
. Stress is characterized by overengagement,
o In Burnout the emotional damage is primary.
. In Stress the physical damage is primary.
John Sanford (1982) describes burnout as related to the depletion of an energy
source, as related by description in the dictionary. "The word "Burnout" is drawn from
the imagery of fire, and fire is a form and symbol for energy. So in its broadest scope,
the problem of Burnout is a problem of energy" (p.4).
There are nine special difficulties that Sanford has identified that the ministering
person faces in their work:
The job of ministering is neverfinished; the ministering person cannot always tell
if his work is having any results; the work of the ministering person is repetitive;
the ministering person is dealing constantly with peoples expectations; the
ministering person must work with the same people year in and year out; because
he worla with people in need, there is a particular great drain on lhe energt of
the ministering person; the ministering person deals with many people who come
to her church notfor the spiritualfood butfor "strokes"; the rninistering person
must function a great deal of time on his persono; the ministering person may
become exhausted by failure (pp. 5-l5).
In Ministry Burnoul, Sanford devotes a chapter to each of the nine difficulties
exploring possible causes and offering practical solutions for each of the nine. He notes
that most enter the ministry with the expectation of serving for a lifetime and that he/she
must find a way to work at a pace that can be maintained for a long period of time. He
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likens it to the marathon runnerwho mustpace himself in orderto maintain the necessary
level of energy throughout the race (p.18).
Other suggestions include finding work on the side with something tangible in
which the minister can obtain a sense of accomplishment. A time of renewal,achange in
environment. Even Jesus knew when it was time to take a respite. After a time of
teaching, preaching, and miracles, "He went up on the mountainside by himself to pray"
(Holy Bible (NIV), 1999, Matthew L4:23) one way to deal with expectations is for them
to be discussed and spelled out so it is clear to all. It is generally necessary to put them in
writing for the protection of the minister- Developing personal relationships away from
the church is paramount to maintain perspective. "Ministering persons need to be able to
recognize the people whom they cannot help." Be genuine. It is easy to develop a face
or persona for parishioners. Sanford suggests for instance on Sunday morning to greet
people by simply saying "good rnorning instead" of "how are you?" The final topic of
discussion by Sanford deals with failure for which he suggests three questions to ask one
self and based on the answer, certain remedies may be applied (p.78). Sanford completes
his work with a description of how to find the energy again.
Weaving together the psychological and theological aspects of the stress that
members of the clergy face, Mary Anne Coate (1989) uses scenarios to describe and
suggest possible solutions to the issues. Clergy.Slress.' The Hidden ConJlicts in Ministry
is written based on Coate's experience as a psychologist and parish worker. The ability
of one to rationalize is perhaps the most positive defense mechanism that any human
possesses. We often choose avoidance over rationalization. "As human beings with
reasoning capacity, this way of keeping our feelings within bounds that we can tolerate
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becomes increasingly available to us, The point about rationalization is that it makes use
of reality" (p.56).
In chapter eight, The Strain of Being, Coate examines more thoroughly the strain
of being a minister- She explores personality traits that may be conscious or unconscious
"in which ministers are most likely to feel pressure and expectation, either from ourselves
or others" (p. 141). The focus is on the traits of goodness and perfection, dependence,
self-esteem, guilt, rivalries/jealousy/envy, power, authorify and parent-child models,
sexuality, and loneliness (pp 148-167). Coate devotes the final chapters to providing
methods to deal with or perhaps overcome the stress and strain for those who serve in
ministry. However, in chapter ten some of the suggestions for support will be applicable
only to those serving in ministry in England which is the basis of knowledge for Coate.
Brooks Faulkner (1981) wrote Burnout in Ministry from a ministers' perspective.
He acknowledges having personally experienced burnout and is suspect that is will
happen again. He suggests that burnout is the closet sin of ministers and that they should
have a support group similar to Alcoholics Anonymous. Faulkner suggests that there are
four needs that a minister should draw from a Ministerial Burnouts Anonymous (MBA)
group: He/she needs someone to confide in, heishe needs to confess and/or confront the
problem, he/she needs to know others care, he/she needs to know that he is ok (p.12). It
is also the reasons why Faulkner feels it is difficult for ministers to face ministerial
bumout. Topics addressed in this book are burnout in the minister's home, professional
life, physical life, irrational guilt, anger, authority issues, and priorities. He concludes
with ways to refuel to avoid burnout.
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Roy Oswald (1991) wrote Clergy Self-Care: Finding a Balance_for Effective
Ministry in which he suggests Assertiveness Training for clergy citing the effectiveness
of the tool in assisting people to gain control of their lives (p.173). He also introduced a
self-assessment tool: How Dry is Your Well? A Burnout Self-Assessment Tool for use
by clergy. Examples of the inventory items which are rated on a scale of 1-6 are: The
extent to which I am feeling negative or cynical about the people with whom I work
(despairing of their ability to change or grow), the extent to which I invest myself
emotionally in my work, and the extent to which I frnd myself spending less and less time
with others. The numbers I -6 have a different qualifier for each item. For instance, the
extent to which I invest myself emotionally in my work has the phrase highly invested
emotionally for I on the scale and withdrawn and detached associated with 6 on the
scale.
Research conducted by Robin Rees and Leslie Francis (1991) studied the
relationship between age, work load and burnout. Rees and Francis noted that previous
sfudies cite "the factors leading to or precipitating clergy stress (Dewe, 1987) and
ministry burnout (Fichter, 1984) varies from situation to situation." As they studied
clergy response to questionnaires, it was found that there was no significant difference
between age and the rate of response. There was however, a difference between clergy
who served a single parish and those who served a multi-parish situation. Those in the
multi-parish tended to show a lower rate of response.
Melissa Sevier writing for the Alban Weekly (llA20A6) notes that a survey
conducted within the Presbyterian Church USA in 1996, reported results that were not
surprising in relation to clergy stress.
l
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12% of pastors, l5% of specialized clergy experience stress at almost
every duy.
18% of pastors, l7o/a of specialized clergy experience work stress
several days a week.
40% of pastors,33% of specialized clergy experience work stress once
or twice a week.
"In short, large majorities of Presbyterian clergy-whether in the parish or not-
experience job-related stress at least weekly, and around one in seven do so on a daily or
near daily basis." Sevier also noted that in interviews with pastors who served churches
with a sabbatical policy, and who took the leave on schedule, "there appeared to be a
more balanced view about the clergy leave time." The leave became a normal
expectation of the clergy and the congregation alike. She also stated that clergy need to
pay particular attention to their bodies and the signals they receive. Observing a Sabbath
is a key component to the congregation realizing the spiritual and physical needs that the
pastor has which is of course synonymous with the needs that we all have. Sabbath or
Sabbatical is all about: health, wholeness, and renewal.
The conventional wisdom is that burnout is primarily a problem of the
individual. That is, people burn out because of flaws in their characters, behavior,
or productiviry. According to this perspective, people are the problem, and the
solution is to change them or get rid of them. ...As a result of extensive study, we
believe that burnout is not a problem of the people themselves but of the social
environmenl in which people work. The structure and the functioning of the
workplace shape how people interact with one another and how they carry out
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their jobs. When the workplace does not recognize the human side of work, then
the risk of burnout grows, carryring a high price with it (Maslach, C. & Leiter, M.,
1997, p18).
Considerable research and literature exists regarding the reasons for clergy
leave local church (parish) ministry. Some reasons are pursuit of ministry of another
kind, conflict within the congregation, divorce or marital discord, need to care for family
members, sexual misconduct, or discouragement. Some leave willingly and some
unwillingly (Hoge, D. & Wenger, J. 2005). Pastors in Transition: Why Clergy Leave
Local Church Ministry by Hoge & Wenger (2005) have categorized and discussed seven
motivations pastors have for leaving parish ministry. This book is a good reference
resource providing a list of literafure about "problems pastors face" in addition to the
usual reference list.
The culmination of the information resulting from the literature review leads us to
an awareness of the importance of servant-hood and the leadership role of pastor and
parishioner alike. That one is to serve and be served by each other within the
community/social system. The review has provided an understanding of how social
systems survive and thrive and the effects of clergy burn-out and stress for which a
greater attentiveness that congregational care of the pastor is essential. A communify acts
in a responsive manner to the needs internally and extemally. Neither the use of Servant-
Leadership or community relates specifically to the church but, the church community is
the application here.
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CHAPTER THREE: THE,9RETICAL FRAME,WORK
Introduction
It is a common thought that persons who pursue a career in Christian ministry do
so because of a passion for service to God, and leadership in the form of equipping other
Christians and potential Christian servants. The first is "the call" that most Christians
believe pastors receive and that is the call to Christian ministry in general at which time
they pursue their seminary education in order to qualiff to receive "a call" to serve a
specific congregation. ln the Presbyterian Church USA (PC-USA), a pastor receives a
second call into ministry. Pastors indicate interest in a vacant position within a PC-USA
congregation and when a candidate is selected, a formal invitation or "call" is extended to
serve as a leader within the congregation much like an invitation for a trustee within a
corporation to lead and serve the corporate body of business.
Servant-Leadership will provide consistency in the view taken of the role a
pastor has within the congregation and by definition of a Servant-Leader, how the pastor
feels supported or the congregation feels the pastor should be supported. The foundation
of the Christian church was the example of Jesus as a servant in caring for the sick, the
poor, and the sinners. In return were those who devoted their life to serving Jesus.
It is equally important for congregational members to also fulfill their role as
servant-leaders as well. The pastor is a potential source for the initiation of the serving
attitude within the congregation. Greenleaf (1979, p.36) noted that "servants are very
practical and able people who carry important leadership roles" suggesting that there is a
servant-leader in each of us and not just the pastor who provides the overall leadership to
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the church organization. It is essential for parishioners at a minimum to provide the
pastor with what they expect to be provided for himlher-
It was Greenleaf s theory that more servants should emerge as leaders, or should
only follow Servant-Leaders. (p.17).The rationale in following only servant-leaders is
the on-going development of servant-leaders. It is found that servant leaders emerge
under servant leaders. Greenleaf also grasped the need for community and that "shared
purpose is the first step in creating community" (Spears, 1998, p.2a$. Transforming
Leadership (1986) edited by John Adams includes the term "action-dialogue" which
means that leaders must not think of leadership in terms of only themselves but, "as part
of a mutual, interactive process of creation. Their role, in our emergent society, is not
that of a solitary hero" (p.32). Transforming Leadership and Servant-Leadership
compliment one another and are therefore easily combined for a stronger leadership
model. The Rev. Dr. Martin Luther King, Jr. was a principal example of a religious
servant-leader as one who went out ahead but also one whom the leadership had a
"healing or civilizing influence" (Spears, 1998, p.l la).
In Insights On Leadership (1998), edited by Larry Spears, after careful
consideration of the work and writing of Greenleaf, Spears identified ten characteristics
of a Servant-Leader that he feels are critical and "central in the development of Servant-
Leaders" (p.3). The characteristics are: Listening, empathy, healing, awareness,
persuasion, concepfualization, foresight, stewardship, commitment to the growth of
people, and building community (pp.4-6), Spears includes a message delivered by
Charles Colson that describes Jesus as an example of a Servant-Leader. "All the kings in
history sent their people out to die for them. There is only one king I know who decided
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to die for his people" (p.26). In the Christian tradition, many feel that Jesus is the only
true example of a Servant-Leader and the rest of us are attempting to emulate His
example. The very nature of the church instifution is to influence how one perceives the
world and to affect the behavior of the individual to align with that perception. Max
Depree (Marquardt, M. & Berger, N.,2000, p.149) expanded on Greenleafs
characterization of Servant-Leadership by referring to it as "the art of liberating people to
do what is required of them in the most humane and effective way available. In this
manner the leader is the'servant' of the followership by removing obstacles that inhibit
job perfoffnance and facilitating the realization of individual potential." Depree (Renesch,
J., 1994,p.26$ states that while leadership is a position of servanthood it is also a
posture of debt in which one must forfeit their rights and that one quality of leadership
always implies the other.
Social Svstems Theory will be engaged as a means to analyze the relationship of
the pastor with the congregation as a community. As such, an individual church should
exhibit signs of community that would be visible to outsiders. It is a sense of community
that will determine the responsibility accepted by the pastor and congregation
reciprocally.
Reference to the church as a community is not a new concept- However, for
rnany to grasp the church as a system is perhaps foreign. A brief discussion of social
systems should prove helpful at this time. Any given church communify may correspond
to one or more level(s) of the following descriptions of social systems. Ashford, Lecroy,
and Lortie ( I 997) describe a system as "any set of elements that affect or influence one
another" (p.85). They identified four levels of social systems as:
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Microsystems 
- 
represent any systems that involve face-to-face or direct contact
among system participants.
Mesoslrstem 
- 
refers to the nefwork of personal settings in which we live our
social lives.
Exosystem 
- 
the larger institutions of society that influence our personal systems
like government in which to do not have direct influence but, which profoundly
influence our lives.
Macrosystem 
- 
represents the larger subculture and culture contexts in which the
other systems are located. This system has the most pervasive level of influence
on social activities (p,85).
Appreciative Inquiry was selected as the method to develop a meaningful and
sensitive survey questionnaire and Focus Group Interview. This approach creates a
positive and inviting atmosphere to the inquiry of the researcher. The invitation to
participants is presented in such a manner that the participants feel a sense of value and
that involvement is significant to the research. Appreciative Inquiry is one small part of
the process for this research study but, AI has been developed as a complete theory for
organizational change and as a model for leadership.
Relationship of Theories to Pastoral Care
Pastors are thought to be in a different class in terms of vocation and aspirations
than most of the rest of society. It is believed that pastors are immune to human frailty,
spiritual, emotional, and psychological afflictions because they have been "called" by
God to serve His church. For the purpose of research the pastor must be assessed a
human persona and a realistic place in society. Servant-Leadership is one of the most
popular and well-known Leadership theories. It is applicable to the pastoral vocation
because pastoring by nafure is serving. Social System Theory applies to the church
membership as a community and as such is a living, breathing, changing system,
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Relationship of Clersv Stress/Burn ou t to Consresational Care
Discussion of stress and burn-out are included as a component of the study
because of the correlation between Congregational Care and Support and the increasing
incidence of clergy stress and burn-out related to professional satisfaction and the effect
of congregational care and support to the dissatisfaction. "Burnout is the index of the
dislocation between what people are and what they have to do. [t represents erosion in
values, dignity, spirit, and will-an erosion of the human soul. It is a malady that spreads
gradually and continuously over time, putting people into a downward spiral from which
it's hard to recover" (Maslach & Leiter, 1997),
Potential responsibility for the burnout that occurs throughout Christian ministry
can be attributed to the unrealistic expectation that the pastor places on him/herself to be
perfect, to do everything, to have the largest church or the best programs or similar
unrealistic expectations of the congregation. Is it simply a lack of understanding of
expectations that the pastor and congregation have of one another? Literafure suggests
that clergy stress is a combination of both and may be precipitated by poor
communication on both sides.
In the Presbyterian Church USA, the congregation calls a specific pastor to
shepherd the congregation; does the accountabilify lie with the congregation to provide
and nurfure an environment that would promote personal growth for the pastor and
reduce the possibilities of burnout? This may be the ideal but it is likely that pastors
begin ministry with lofty ideals. If accountability is not owned by the congregation then
it must be the responsibility of the pastor to lead the congregation in such a way that the
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expectations are clear for both the pastor and the congregation and that they work in
unison and community to meet the needs of one another.
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CHAPTER FOUR: METHODOLOGY
Overview
The three primary research questions posed for this study are: First, do pastors in
parish ministry feel they are cared for and supported by the congregation(s) that they
serve? Second, do congregational members feel they care and support their parish
pastors? Third, in what ways to parishioners care and support their pastors?
For purposes of this research, study questions developed for the Clergy Survey
(Appendix J) and the Focus Group lnterview (Appendix K) intentionally focus on
positive aspects such as pastoral strengths f!fther than weaknesses, ways in which the
congregations already provide care and support to the pastor, and what ideas developed
during the course of the discussion that may be incorporated in the future.
The Appreciative Inquiry (AI) Summit for leaders defines AI as "the sfudy of
what gives life to human systems when they function at their best." The summit also
identified "the key task of AI is to identify and leverage strengths through the 4-D cycle:
Discovery, Dream, Design, and Destiny," The success of AI is identified by having the
"whole system aligned around its strengths, and around ideas that generate energy for
action."
Kev Definition
Parish Pastor 
- 
One who ordained clergy and is assigned to and serves a specific
affiliated member congregation. In the PC-USA the pastor is called by the congregation
to serve in the specific church rather that assignment as in other Christian denominations.
Other key definitions will be found in Appendix L.
34
Pilot Study
A pilot study was conducted at a category C3U church. (The coding refers to a
church that is located in central Minnesota (C) with a membership of greater than 500 (3)
and is in an urban community (U). The data coding system is explained in the section
Materials and Data Coding. The pilot site will not he further identified in order to
protect confidentiality. The pastoral and focus group responses of the pilot site are
included with those of the other participating sites.
The pastors at the pilot site reviewed and suggested changes in the pastoral
survey form for the purpose of clarification, prior to general distribution. The input
enabled the researcher to discern if the questions obtained the desired information and
whether or not the questions would yield the intended interpretation. Some minor
changes were made to the survey form prior to submission to the Institutional Review
Board (IRB). The pastors at the pilot site completed and returned the surveys to the
researcher. The pilot site was the only site in which more than one pastor participated in
the study.
In addition, the pastor (head of staff) at the pilot site agreed to the formation of a
Pilot Focus Group and provided suggestions for discussion questions. A representative
group of five met at the pilot site. Consent and Confidentiality statements were obtained
from all participants prior to commencement of the discussion. The research assistant
conducted the audio-taped session. At the end of the discussion, the research assistant
solicited comments and questions about the Focus Group lnterview questions and
process. There were no specific suggestions from the group; however, the research
assistant had one suggestion regarding the wording of a question that felt awkward. The
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suggestion was noted and a change to the question was made. The Focus Group
Interview form was submitted with the IRB application,
Samp,ling Process
Currently in Minnesota there are 148 member churches of the PC-USA. The
researcher chose this particular denomination for the purposes of familiarity and access to
information. Congregational memberships range from seven in the smallest congregation
to 4097 in the largest congregation. In Minnesota, there are only 15 Presbyterian
Churches that publish a membership greater than 500 and only two of those indicate a
membership that exceeds 2000. In addition, two churches maintain a membership over
1000. As expected, the four largest congregations are located in the Twin Cities metro
area
The first stage of this research study required that letters be sent to the Presbytery
of the Northern Plains, Twin Cities Area, and Minnesota Valleys requesting review of the
thesis proposal and approval to request pastoral and congregation participation for the
research outlined in the proposal. Approval was granted and documentation is included
as Appendix G, H, & I.
Particinant nt Process
One hundred-eighteen surveys (Part A) were sent to pastors who are head of staff
at churches with membership in the Presbyterian Church USA, located throughout
Minnesota. Twenty seven surveys were returned. From the returned surveys, 14
responded favorably to invite congregational members to participate in the Focus Group
Interview (Part B) of the study.
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The response percentage was equal in each congregational size designation in
relation to the number of surveys that were distributed. ln the designation of 1 & 3
(membership category), all churches were sent surveys because of the number of member
churches in each of these designation categories in order to receive a representative
sample.
There were five blank survey responses received that indicated a closing of the
church or a church in transition with no peffnanent pastor. These five were counted as
returned surveys. There were four responses from long-term interim pastors who had
served the particular congregation for more than one year and had many years of
experience in parish ministry and the responses were included in the forthcoming data.
It was not a requirement that the clergy member be perrnanent, just serving the
congregation that they responded for. [t was also a requirement that at the onset of the
study, participating churches were members of PC-USA.
The survey requested the pastor completing the form agree to allow the researcher
to conduct a Focus Group Interview with members of the congregation. Of 27 surveys
returned, 15 responded affirmatively to the request and 12 responded no to the request. It
was desired that the surveys would yield a greater rate of invitation for Part B, the Focus
Group Interview. During the course of the research study, one congregation that
participated in both parts of the study changed Presbyterian denominations just prior to
participating in the Focus Group Interview. The responses from this participant church
are included. Discussion of the selection for the Focus Group Interviews is presented
later. Member churches were selected from a list on the PC-USA website.
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Membership information on the web-site indicates that the average church
attendance is less than half of the published membership. There were very few
congregations with average weekly worship attendance that meets or exceeds half of the
published membership. Two of the four churches participating in the Focus Group
Interview publish a weekly attendance of more than half of the stated membership of the
congregation. One is in a rural communiry and one in an urban community. This data is
submitted by the member churches to the denomination for publication.
Materials and Data Coding
The surveys are coded three ways. The first designation is geographical:
Northern (N), Central (C), or Southern (S) to indicate what region of the state each
congregation is located in. The second designation is membership size: Less than 50 (1),
50-500 (2), or greater than 500 (3). The third designation is community type: Urban (U)
or Rural (R).
It was the goal to receive responses in all combined designations in order to
arrange focus groups that would be representative of all designations.
The following table illustrates the number of surveys sent to each designation-
GEOGRAPHY MEMBERSHIP COMMLINITY
NORTHERN 32
CENTRAL 49
SOUTHERN 31
ONE 23
TWO 8l
THREE t4
URBAN 41
RURAL 1l
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The response rate for refurned surveys was nineteen percent. The subsequent
table illustrates the results of the survey responses by designation. The number preceding
the / indicates the number of surveys returned in each designation. The number
following the / indicates congregations that are potential sites for Focus Group Interviews
in each designation.
A summary of the research findings will be sent to the three presbytery offices
noted above and each of the seven churches that participated in Part A and Part B of this
research sfudy of Care and Support of Pastors in Parish Ministry..
Protection of Confidentiality
The researcher has taken every precaution to protect the identity of the
participating churches and member participants. In addition, specific responses made by
pastors and congregational members will not be shared with one another by the
researcher or research assistant. Methods employed to protect confidentialify are as
follows:
GEOGRAPHY MEMBERSHIP COMMLTNITY
NORTHERN r0/8
CENTRAL 8t3
SOUTHERN 914
OI\E 6t1
TWO t6tt2
THREE 512
URBAN 914
RURAL lB/11
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1. The Research Assistant signed a Confidentiality Statement (Appendix B) and has
agreed to discuss specific information with the researcher only.
2. Researcher read the consent form/confidentialiry statement to Focus Group
Participants and provided an opportunity for questions before signing the form.
Completion of the form and signature to maintain confidentiality of all participants was
obtained. Participants were encouraged at the beginning and end of the group interview
to keep the information within the confines of the group. Copies of the
confidentiality/consent statements were provided to participants that were interested.
3. The researcher will maintain in a locked cabinet for five years, as required by the IRB,
all written notes and audio tapes of the Focus Group Interviews including the signed
consent forms/confi dentiality statements.
4. The researcher will maintain in a locked cabinet for five years, as required by the IRB,
all pastoral survey responses and consent forms.
5. Individual pastoral, congregational, or church community name will not be published
within the written study results.
6. Individual pastoral, congregational or church community name will not be published
within the written summary of study results that will be distributed to the participating
churches and the Presbyteries of The Northern Plains, The Twin Cities Area, and The
Minnesota Valleys.
7. Responses will be written about in general terms and quotes will not be identified by
specific names in order that the responses would be unidentifiable to anyone other than
the speaker or group members the speaker participated with.
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8. The researcher will speak about specifics only with the research assistant for
clarification or in discussion with the Thesis Adviser,
StUdy Limitations
This sfudy provides a solid framework for continued study about the Care and
Support of Parish Pastors. However, there are limitations.
I " The shrdy is limited by the geographical constraints. As was mentioned in a
Focus Group Interview, at least one participant feels that the information may
vary greatly based on regional culture. It is virtually the same throughout one
state, although, there are some variances in opinion because parishioners have
migrated from other parts of the country or have traveled extensively.
2. Another limitation is the number of respondents to the Clergy Survey and
Focus Group Interview. There were no respondents from the Twin Cities Metro
Area with the exception of the pilot site. The urban respondents were from
smaller urban areas in Minnesota.
3. The sfudy is also limited as it focused on one religious denomination. A cross-
denominational approach would have been desirable but, not practical for the
scope of this sfudy.
Study Strengths
The framework resulting from this study provides an opportunity for expansive
and meaningful sludy beyond this work.
l. The study is a dual dimension perspective, seeking information from both
pastors and parishioners.
4r
2" A cross-sectional approach was implemented to assure that respondents
attended different sized churches, lived in different geographical locations, and
different types of communities.
3. The study employed the use of two distinct information gathering tools:
Survey (individual reflection) and Discussion (sharing and developing thoughts
and ideas). Both methods provide a means for self-discovery"
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CHAPTER FIVE: PRESENTATTON OF THE DATA: CLERGY SURVEY
Overview
The Clergy Survey was sent to parish pastor members in the PC-USA
congregations throughout Minnesota with a letter of invitation and explanation of the
research project. [t is essential to remember that all pastoral respondents have significant
experience in parish ministry and have served in various size churches in both urban and
rural settings. A telephone number for the researcher and thesis advisor was provided for
questions and clarification. The researcher received a call from one of the pastoral
participations to ascertain a deeper understanding of the scope of the study and potential
follow-up. The survey consisted of the following ten questions:
I. How long have you served in parish ministry?
2. Describe the size of congregations you have served and the length of time in
which you have served each?
3. What do you understand the term Servant-Leader to mean?
4. Identify your strengths as a servant leader (pastor)?
5. Identify three personal stresses you have experienced in your parish ministry.
6. What do you think is the understanding of congregational members of the life
and stresses of the parish pastor?
7. In your experience, how does this vary from one congregation to another?
8. In what ways does your congregation provide care and support to you?
(Financial, emotional, Spiritual, psychological, other).
9. Do you feel appreciated by your congregation?
10. Please describe why or why not.
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Discovery of Service and Parish Size 
-Ouestions One and Two
Questions one and two related to years in parish ministry and congregational size
served as well as length of stay in each of the congregations with these questions serving
as a component for selection of congregations to participate in Part B of the study project.
Nearly half of the respondents have served in parish ministry for 20 years or more. Six
respondents have served for over 30 years with one respondent indicating service of over
50 years. All respondents with 20 plus years of parish ministry service indicated having
served in congregations with membership of at least 300 with the exception of one
respondent. Pastors with less than ten years experience in parish ministry indicated that
congregational size generally ranged from 50-150 members. There is a noted exception
of a respondent that identified years of service as less than ten and having served for three
years as an associate pastor in a congregation with membership of 800 plus and has for
four years served as head of staff of a congregation of more than 500 members. Many
pastoral participants have served congregations of various sizes and locations as the
following table demonstrates.
SERYICE YEARS PASTORAL RESPONDANTS SERVED 5OO + MEMBERSHIP
20 OR LESS I 3
20-30 7 5
30-40 6 3
OVER 40 2 I
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The responses to the remaining questions will be discussed individually and a
general conclusion will be drawn regarding the understanding of care and support of
pastors in parish ministry by parishioners, from the pastoral point of view.
Discoverv of Servant 
-I eadership - Question Three
Pastors responding to the survey questions about Servant-Leadership
overwhelrningly indicated that they understand this term to mean to be an example and
work alongside others in ministry. There was only one response that indicated that
Servant-Leadership was related to any "sense of calling"" There is a notation that a
struggle exists between serving God and serving the church (congregation) and that "we
are servants to the Lord, not to our congregations." Contrarily, others mentioned that
Servant- Leadership is all about serving others; being a servant of the congregation;
giving of themselves for the benefit of others. There was no clear consensus on the issue
as it is personal and based on individual experiences. 13 of 21 respondents expressed
explicitly that servant-leadership is serving or helping others.
of Pastoral Stren e ti n
Once Servant-Leadership had been defined it seemed logical to ask participants to
identify the strengths of a Servant-Leader relating to oneself. Personal strength
identification was all over the board. Preaching is the most strongly identified common
strength among respondents with six listing it as a strength. Administrative and
organizational strengths were strongly identified as well. It is useful for the reader to
keep in mind that the surveys were responded to by Head of Staff at each church. If a
congregation had only one pastor, the responsibility is very different. If the pastor is
head of a pastoral staff of two or more, the role changes significantly. Some larger
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churches have hired business administrators and the pastor has little involvement in
administrative duties, allowing the pastor to lead in a stronger pastoral role, Other
strengths identified by the respondents are compassion, empathy, listening, being a
source of encouragement, equipping others, "willingness to sacrifice" and openness to
new ideas and points of view.
Many of the cornments encompassed motivating the congregation in new and
different directions with an understanding that the expectations of others should not be
greater than the expectations of oneself. Most respondents are interested in the growth of
the members that they serve but often feel unappreciated for their efforts as noted in the
comment, "this is difficult at the moment formany of the ways that I've tried to serve
this congregation, feel un-received at the present, meanwhile they feel I have not met
their needs because I have tried to accomplish other tasks."
Another strength identified by several is to become more personal with
parishioners. This is generally noted by those serving smaller congregations in which the
opportunity is more readily available to become close with all who attend worship on a
regular basis. Most pastors accomplish this by personally greeting at the door as people
enter or leave the worship service. One pastor indicates that his greeting occurs prior to
the service. "I am as gracious as I can be to everyone. I have tried to be approachable.
I'm told I am easy to be around and rnake people feel comfortable. I always try to greet
people personally before worship." This pastor feels the need "to connect" with people
prior to worship instead of waiting for the traditional worship exit greeting.
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Discoverv of Personal Stresses - Ouestion Five
Personal stress plays a significant role in the effectiveness of the pastor in their
ministry. Only one respondent revealed a divorce, while others indicated illness of
spouse, children, or aging parents compounding expectations that the pastor is available
"2411 1365" and that it is not an intemrption to be called at all hours of the night and day.
Congregations, it is noted, are quite selfish in this respect and neglect to think about the
pastor and his/her family and the need to nurture the pastor's family relationships as the
parishioner needs to do. Unreasonable expectations are placed on the families of pastors
to give up family time as well as very unreasonable expectations on individual family
members. The children are expected to behave perfectly and spouses are to be available
to participate on countless committees and to always be gracious.
Many pastors indicated staff conflicts as a prevalent source of stress. The conflict
takes the form of associate pastors undermining and scheming against the leader in
addition to conflicts among or with other church staff. Conflicts have been known to
erupt in to full-blown civil church wars in which congregational and session members are
drawn into conflicts or take sides, often times against the pastor.
Depression is very common within this group of professionals. One reason cited
in the survey is the likelihood of being isolated in rural communities without support of
extended family or other clergy. 
.Other contributing factors to depression in pastors are
misunderstandings of the role and contribution of the pastor, balancing church and family
life, and in some instances, the notion that the pastor and his family should live as
paupers at minimum wage; this was noted more often in small rural congregations. Burn-
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out, depression, and loneliness or isolation is the most common stress directly identified
by five respondents.
Discoverv of Parishioner Understandins - Ouestion Six
Pastors feel that parishioners do not have a very clear understanding of the stress
of parish pastors. At least one respondent felt "there is a genuine desire to be supportive,
with sensitivity to the workload and cornplexity of the job", however, this was not a
common theme. Some believe the stress is derived from "having to do what only the
pastor can do." Nineteen of 24 responses stated there is "not a high degree of
understanding. Rather, the demand to perform comes first and pastors must explain why
they don't do things 
- 
high expectations" and a feeling that "members only understand
about l0% of what I do 
- 
they see the public parts but, not the behind-the-scenes work.
They expect 2417 availability, top notch programs and worship 
- 
all at bargain basement
salary." More irnportantly, one pastor noted that the "members do not understand that a
pastor's spiritual, social, professional, and community Iife end up revolving around the
church and it is not good for balance or boundaries." Another pastor said that the
understanding of parishioners is 'oa little vague. Members think pastors work hard but,
aren't sure doing what!" Parishioners have a perception and do not care to know the
facts. General consensus is that parishioners do not have a clear understanding of the role
of the pastor.
Discovery of Variation in Congregations - Ouestion Seven
Twelve responders indicated that their understanding of pastoral stress varied
depending on the congregation, while another felt the variance was related more to
individuals or family units within the congregation and also whether or not the family has
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a relative "in ministry, then they tend to get it." Those that felt a variance existed and the
degree to which it was expressed was related to the size of the church and location (urban
or rural) area. For example, large churches, whether urban or rural, tend to be more
programs oriented and the expectations and subsequently the stress and understanding is
a more significant variable. On the other hand, smaller churches (urban or rural), that
place less emphasis on programs, developed a tighter knit community and tend more
often to have a personal relationship with and stake in the pastors overall well-being.
It was noted in one survey that "congregations with effective lay ministry have
lower expectations for their pastor, being their surrogate Christian and the level of
personal involvement in leadership and service generates more of an understanding." On
the whole, larger churches are noted to be more independent than their smaller
counterparts.
Discoverv of Consrepatio nal Care and Support - Ouestion Eisht
The researcher notes that pastoral respondents have divided the response to this
question to be either care or support and not a combined entity. Nearly all pastoral
surveys indicated that the congregation provides support to them through adequate, fair,
or generous compensation including salary, educational benefits, study leave or vacation.
Two responders felt the salary could be better and one pastor expressed appreciation for
having received a raise every year that was served at the current church and stated, "I
appreciate their concern for paying me a fair saldry."
Care was generally expressed as non-material means and two respondents noted
that care was expressed by the congregation through the observance of the srudy leave in
particular. The congregation assured that the pastor made use of the time allowed. Some
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pastors express hesitance to make use of the time as it can be a hardship on the church to
find a replacement in their absence. Again, some of the components of compensation
have set minimum standards that the congregation must adhere to as members of the PC-
USA.
Other common means of care that pastors receive is through notes, emails, and
verbal encouragement. More importantly, several noted the care and understanding
extended when the pastor required time to care for a spouse, child, or aging parent. Most
pastors indicated that they are aware that they are prayed for by congregational members
on a consistent basis, not just in times of sorrow or need. Prayer as a means of care is
acknowledged as a very important aspect of congregational care.
One pastor stated that they are invited to meals and "basically they give me a lot
of freedom, as long as they feel things are going well. [t's up to me to manage self care."
This pastor feels that "financial benefits are adequate" but, does not reveal a personal
sense of care and support in the current congregation.
Discoverv of Conqre.gational Anpreciation -Ouestions Nine and Ten
Twenty three of 2l pastors responded that they unequivocally feel appreciated in
their current congregation. One expressed ways that the congregation exhibits
appreciation but, also feels that the congregation is currently focused on themselves and
do not fully appreciate certain skills that the pastor possesses.
A congregation expresses their appreciation in many ways and is often provided
by individual members rather than the congregation as a community. Some members are
more atfuned to the pastoral need for care and support than others. The replies to these
questions had little to do with salary and benefits with one response mentioning benefits.
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Feedback related to preaching or teaching is the most commonly noted aspect of
care. Praise in written and verbal form is priceless to pastors. Most felt a deep
connection with the congregation in general felt that members had developed a personal
bond with the pastor so it seemed like more of a friendship. Appreciation was also given
for support to try new ideas or "stretch to reach goals." Three pastors indicated a deep
appreciation for church staff and indicated that they had a good working relationship with
and feel supported by those relationships.
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C : PRESENTATION OF THE DATA:
FOCUS GROUP M{TERVIEWS
Overview
Fifteen of 27 (56%) of the Clergy Surveys returned extended an invitation for the
researcher to conduct Focus Group Interviews with members of the congregation.
Contact persons were identified by the pastoral participants and a selection of six
churches was made. The data includes responses from the pilot church location as well,
so the data is inclusive of seven churches at which a Focus Group Interview was
conducted. The selection of the six churches was based on the criteria of geography,
membership, community, length of service of the pastor in that particular congregation,
and total number of years served in parish ministry. All of the above information was
extracted from the Clergy Surveys. The information in this paper will not identify any of
the sites by name or specific geographical location but, will be identified as Participant A,
B, C, D, E, F, and G. All Participant A notations will have come from persons in the
same focus group location, the same applies for the remainder of the letter designations.
There were occasions when the individual participants of each group were unanimous in
their opinions. This will be noted by the use of Site A or B, etc. rather than Participant A
or B, etc. Themes and anomalies will be presented with possible explanations for the
anomalies. The number of participants varied from location to location. It is indicated
below the number of individual participants in each group.
I\UMBER OF PART ICTPANTS IN FOCUS GROUP INTERvTE,WS
Group A
Group B
Group C
Group D
5
5
5
9
Group E
Group F
Group G
3
9
I
s2
The points of discussion posed to the focus groups are as follows:
1. Define support and care of pastors in parish ministry.
2. What is your understanding of the stress that parish pastors encounter, the
demands the church places on the life of the pastor?
3. What are your pastor's strengths?
4. How invested in their chosen vocation are parish pastors in comparison to a
corporate CEO?
5, Do you think your congregation provides adequate support and care for pastor?
6. How is the support and care of the pastor provided?
7. What do you appreciate about your pastor?
8. How do you express your appreciation?
9. Going forward 
- 
What would you do to support and care for your pastor(s)?
Several of the discussion points overlap. The results will address each question
individually with the exception of questions seven and eight which are combined. The
themes and anomalies will, however, reference specific discussion points. Focus Group
Interviews were conducted with the help of the research assistant. All Focus Group
Interviews were audio-taped with the knowledge and consent of all participants.
Initial discussion yielded participants claiming that they have given little or no
thought to caring personally for their pastor and it has always been in the back of their
mind that a group or committee within the church community is assigned to perform that
particular task. The ensuing discussion presented quite another picture and it was found
that many participants in fact perform various tasks and deeds that constitute care and
support of the pastor but, have not thought of it specifically in that manner.
Discovery of Congregational View of Care aUd Suppo_r_t,- Quettiqn_Q-rfe
When asked to define support and care of pastors in parish ministry most group
participants had a root idea of what it meant to care and support the pastor. Common
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thernes that occurred were fair compensation, prayer support, cards and gifts of
appreciation, and verbal encouragement. It is important to note that monetary
compensation as well as other contractual components such as vacation, sfudy leave, and
pensions are dictated by the Presbytery by means of minimum standards set for the
member churches based primarily on education, experience, and community location.
Participants A & G have experienced a long term pastoral relationship of 25 years
or rnore. Both groups identified the pastor as a friend. It should be noted that in one of
the sites (G) experiencing the long term pastorate, the pastor was unmarried for most of
his tenure at the church, creating a different relationship than usual with the congregation.
The pastor spent holidays and vacations with parishioners. It was a very tight knit group
and although he left this church in the past year the congregation continues to remain
intimate with him. The congregation currently has an interim pastor who is being cared
for in the same manner. Members of the congregation offer lodging and meals to
accommodate and minimize the traveling. Another interesting feature of this
congregation is its self sufhciency. While there is need for a spirirual leader they are also
fully capable of minding the store on their own. It was expressed that all parishioners are
very involved. Another group (site D) provided a similar expression of independence as
they are a very small congregation in a rural setting and share the pastor with another
larger church in town.
In the mind of Participant F support comes by means of "contact with others.
Talking positively and looking for the positive attributes that build rather than the behind-
the-back knit picking". Participant E makes it a point to meet with the pastor away from
church to talk about and "hear about the pastor's Iife". "l suppose the first thing is to
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understand that they are human and have all of the same needs that all of us do" stated
Participant C.
Participants A and B stated they do not think that the congregation knows how to
define care and support nor do they fulfill the responsibility of recognizing the pastor and
his/her contributions to the comrnunity. The most common response is fair wage and
benefits.
Discovery of Pasto ral Stress - Ouestion Two
Participants related stress in parish ministry to be primarily the expectation of
parishioners that the pastor is available 24171365 (this is the most common response to the
question) and at the same time there are a number of members that feel the job of the
pastor is a part-time job; only on Sunday morning and maybe a few meetings. It is
common for a lack of boundaries to exist regarding the pastors' time at the hands of the
parishioners. Insight from Participant G will provide furure direction when it was stated
"I think we learned some things from our previous pastor about pastoral burn-out and
even thought we were good to him about giving him opportunities. I think there were
some instances that maybe we should have made the opportunities more strucfured where
he took vacations instead of sfudy leave. Going to pastoral care conferences during his
vacation instead of encouraging that to be separate." Discussion participants from all
groups conveyed that the congregation believes that the pastor is "supposed to be
everything to everybody and that can't happen." Participant F expressed that the
expectations of pastors is perhaps a regional thing and could vary immensely in different
areas of the country. This particular participant is a pastor that does not currently serve in
parish ministry and has lived in a number of different regions within the United States.
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Participants in general felt that the expectations of the congregation were
uffeasonable and one astute observer from Participant C commented that while most are
aware that there are other members with problems and issues that also require the
attention of the pastor, the notion remains that "you meet my needs and maybe in the
meantime you take care of her needs and his needs but first you take care of my needs
and I think we all have that ingrained in us that the pastor is there for you and forgetting
that the pastor needs somebody to be there for him too." This is most prevalent in
churches with only one pastor or churches that suffer through periods of time with staff
vacancles.
Discoverv of Pastor's St nsths - Ouestion Three
The noted strengths of the pastor were divided befween personality/character
strengths and those that were related directly to the job tasks of being a pastor. At times
there was little distinction.
A sense of humor and friendliness were the personal strengths most commonly
observed and elaborated on by Participant E,. "'Wonderful sense of humor. I think she is
very warrn and approachable. I like her sense of humor and she is a very real person." It
was noted by Participants B, D, and G that the pastor makes a point of knowing the
congregational members and also noting who the visitors are and capitalizes on the
information to make visitors welcome. Fifty percent (A, C, G) of the groups noted that
the pastor was a gifted speaker (preacher) recognizing the time and effort required to
prepare a meaningful sermon. Participant B stated this a bit differently and noted that the
pastor spends a great deal of time studying for sermon preparation. Discussion
contributors did not feel that in general congregational members consider the preparation
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required to present a meaningful serrnon. Two groups addressed this point specifically (B
and G)
Discovery o f Vocational Investment - Ouestion Four
It was difficult for most participants to imagine the pastor as a CEO. It was
expressed that pastoring is such a different vocation from most other professions and that
it was too complex to make a comparison. In general, it was thought that the pastor and
the corporate CEO are likely to be equally invested in their chosen vocation. Participants
noted that the primary difference is that a pastor has received "a call" or rather has
"dedicated all of who they are to their chosen vocation." Participant F stated "you both
have that calling but a pastor has to have a different kind of feeling or strength than a
CEO would." In group E the participants had mixed feelings about the comparison
between the CEO and pastor. One member said "I think it is very much like a business
(the church), I hate to say it but I think it is." A counterpart in group E disagreed and
feels "the CEO has a lot more power I would guess and does not rely on other people as
much." Participant G voiced several components of pastoral commitment that
distinguishes the pastor from the CEO: Very dedicated, love the people they are working
with (congregation), flexibility, versatility, and love the Lord. The CEO is not on call
2417 and the emotional commitment is not the same according to the participants.
Because the pastor receives "a call" it is thought among participants that the degree of
personal investment is greater for the pastor. A distinction was made that those who
pursue careers in medicine have similar stresses and strengths as a pastor because their
vocation relates to caring for others. It is thought that there is "a stronger emotional
commitment", according to Participant B.
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It was noted by Participant C that the pastor invests hislher education directly to
the vocation of ministry. In contrast, the corporate CEO may have been educated in any
number of fields: accounting, engineering, or chemistry. While certain skills may be
needed in a particular industry, the ability to provide direction and leadership are what
corporations are seeking of leaders. "'We start out expecting our pastors all across to be
totally invested in our church, our community, our people whereas the CEO does not start
out as the CEO, he doesn't just land there. He has generally done a few other things first
and has moved up and grown in that persons commitment and investment to the
corporation". There is no commonality to the responses of this question.
Discoverv of Congregational Ca re and Sunport 
- 
Ouestion Five
The responses about the provision of adequate care and support are quite fairly
divided on one end of the spectmm or the other. Three participants, B, C, & F did not
think that adequate care and support was provided for the pastor. "[ think no, that we
don't. I think we take him for granted because he is there and yeah we are kind and good
and we are there if there is a need. lt's pretty much verbal, I think, as far as I know"
stated Participant B. "[ don't think you can ever do enough for a pastor. I honestly think
there are people in the congregations that do not think it is their job to support the pastor"
was expressed by Participant C. There was little difference in the responses based on the
designations of geography, size, or community setting.
Similarly, three participants A, D, & G stated that adequate care and support is
provided. Participant A noted that the pastors experience good support from each other.
"Well I think it is just a feeling of the whole spirit of the church that gives you assurance
and like you said the way they joke together, they are very comfortable". There was not
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a specific notation to the care and support by the congregation from Participant A.
Participant E, was unsure stating, "I hope so. I think if she was really unhappy she would
let us know".
The smallest congregation (Participant D) was adamant that they provide
adequate care and support especially in light of the fact that the pastor serves one-quarter
time and serves another church three-quarter time. This group is very aware and
understanding that the other congregation is the pastor's bread and butter but, feel no less
responsibility for his well-being. It has been more than a dozen years since this
congregation had a full-time pastor. Members have assisted in remodeling his kitchen,
changing flat tires, and other handy man types of projects. There is a sadness that the
congregation is not better acquainted with his family but, understand that the illness of
the spouse prevents her from attending both churches. They feel they could make more
of an attempt to know the spouse better and to be more helpful in that area to free the
pastor to participate in social activities with members of the congregation, if there was
someone available to assist the spouse. Participant A noted the interaction that he had
observed between the pastor and his young sons and felt warmed by the nature of the
relationship they had with one another.
It is interesting to note that Participant F was concerned that the pastor was not
included in the Focus Group Interview. The researcher explained that the pastor had
previously provided his/her opinion on this topic by means of a survey and provided
permission for the researcher to meet with members of the congregation. The focus
group participants became very interested in what the pastor's opinions were and it was
reiterated that specific answers would not be shared just as responses in the focus group
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would not be shared with the pastor- General information about pastoral responses was
shared with the group at this time. The same information will be provided in the
summary that will be sent to the church. The researcher intentionally did not read the
pastoral survey responses of the participating group immediately prior to conducting the
focus group. Many months had passed since the researcher studied specific pastoral
survey responses which were prior to selection of Focus Group sites.
Discoverv of the ner in Which Care and Sunnort are P
- 
Ouestion Six
Site C participants made a decision that all comrnittee meetings would be held on
one night in the week in two separate sessions with specific time frames and a short break
in-between. For instance, Tuesday night from 6:00 -7:30 p.m. committee a, b, and c
would meet and from 8:00 
-9'30 p.*,committees d, e, and f would meet. The pastor
would always know when each commiffee met and could attend meetings where invited
or required to attend. Participants expressed this as a means to be aware of the pastors
need to spend time with family and attend to personal care.
While the presbytery dictates standards of compensation such as sfudy leave it is
the responsibility of the congregation to encourage the pastor to take advantage of this
option. Participants at sites C and G indicate that they specifically encourage the pastor
to make use of this time each year attempting to instill a good feeling about taking the
well-deserved time and to not feel that it is an imposition on the congregation. "'W'e
encourage them to grow" was stated distinctively by Participants C and G. Participant C
expressed the need that a new pastor has for a mentor and that a mentoring alTangement
is established when the pastor arrives at this location. The mentor is another pastor in the
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geographical area to assist in learning the communify and setting down roots in a new
location.
Sabbaticals are new to many churches and it is difficult for small congregations to
accommodate. Only two of the participating congregations (A & C) have a sabbatical
written into the pastoral contract, one at five years and the other at seven years. The
difference of when the sabbatical is provided is related to years of experience in ministry.
Another difference in the sabbatical is the expectation of when the pastor will make use
of the time. Site A, allows the pastor to determine when the sabbatical will be taken in
the year (of course with proper planning for the absence) and there is not an expectation
that vacation time will be attached to the sabbatical. At site C, the congregation is
expecting the pastor to take the sabbatical in the summer and vacation coinciding
allowing a four month break. Participant F indicated that "many years ago a sabbatical
was granted because of a specific request" and the group felt certain that a similar request
would be granted.
Other congregations provide a one to two week sfudy leave annually for the
pastor. Participant F was aware of a one week sfudy leave in addition to vacation. [t was
not specified if the pastor was expected to combine this time together or not and the
participants were unsure if expenses are paid to travel or attend conferences during the
study leave period. Participant F provides a two week study leave per year and provides
continuing education money to pay for leave expenses. In addition, participant F has
established an endowment for pastoral seminary education to cover expenses in the event
that the pastor is interested in pursuing a Doctorate of Ministry degree . An arrangement
made by Participant G allowed the pastor to take a year long sabbatical (this is also a
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pastor with 25 years in the same congregation). On a regular basis continuing education
is encouraged by Participant G and the expenses involved are paid for by the church.
One commonality was the need to "take more interest in the pastor's personal life
and family in a manner of friendship" stated Participant A. It was recognized by
participants, the loneliness that pastors must feel and that there is a need to offer
friendship and to be positive. Participant D observed, "'W'e spend a lot of time talking
about our families but, they have families too." Participant D also articulated the
importance of regular and timely feedback, especially in reference to the sertnon, "I
think they tell him right in the back of the church as they are going out and I think he
knows if he screwed up, I'm pretty sure but, he knows if he did good too".
The Presbytery of the Northern Plains has an established mentor program for
pastors in their care. Participant C spoke of the importance of the mentoring relationship
for the pastor. "If they are new to the area, there is a peer to show them around and help
them become acquainted to the area and information that pastors would want to be aware
of that other folks would not be able to provide".
Participant A stated that they did not know how the care and support was
provided. o'Don't you think a pastor(s) can feel if they have the support of the
congregation behind then, don't you think that is a big part of it right there if they sense
that they have the congregation behind them?" The most common response was the
provision of annual study leave.
Discoverv of Pastoral AppfSeration - Question Se
Appreciation, care/support of, and strengths of the pastor often resulted in similar
responses. The researcher observed a difference in the demeanor of the participants when
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they were expressing thoughts about what they appreciated about their pastor. This
would yield a warrn caring expression and soft tone of voice.
A common response of appreciation is how the pastors connected with the kids in
the congregation. Responses from Participants B, D, E, spoke of the repoire and
involvement the pastor experiences with the youth groups. Participant D recalled a
particularly meaningful time in his life; -'for me, when we were in high school, he (the
pastor) really tried to keep up on what each kid was doing." Responses suggested either
easiness in communication with the youth or all out involvement with the activities of the
youth. Participant C noted that the pastor is "good with all age groups." Other
appreciated aspects of the pastors included a willingness to pitch in and do anything that
needed to be done. It is noted that pastors may be seen shoveling snow, washing dishes,
or fixing windows; particularly in small church communities as noted by Participants B
and F.
The ability and willingness of the pastor to stretch oneself and preach on all
subjects, evefl if it is a controversial topic was mentioned in most groups, A participant
from group C expressed it this way, "I feel he does a very good job of preaching that
broad spectnrm and respecting the fact that there are differences and you know he has
this geniality and respect for individuals choices and preferences and he tries to
understand what it is they want . . . and I think he does an excellent job of it." Two
groups spoke of the readiness of the pastor to try new things as an aspect that is
appreciated. "I like her willingness to try different things. She seems gung-ho, not
afraid", stated a participant from group E. Group A participants expressed the pastors'
ability to strike a balance between the traditional and praise worship formats, stating "he
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tries to understand what they want while at the same time going the other extreme and
allowing the band and the very non-traditional things as well."
Expressions of appreciation proved to be universal throughout the participant
groups with the most common forms of demonstration to be verbal expressions about
serrnons or a particular program, taking the pastor out to lunch or dinner, bringing bakery
or fresh garden goods, notes or email, and sometimes offering help with household
repairs or watching the kids. Participants from every focus group felt that in general the
congregation does not do an adequate job of expressing their appreciation to the pastor.
A group B participant is a retired pastor from another denomination and he
expressed that one of the things he appreciated most, as a pastor, was times he was
included in activities unrelated to the church with men of the church. He described the
desire to go fishing in Canada and one year a group of the men who made an annual
fishing trip invited him to join in and he was delighted to be thought of. The same man
was a member of a bowling team and described the awkwardness when the "beer frame"
(a designated frame in which the person who does not get a strike pays for the beer) was
at hand and he would have to buy. He didn't drink but told the bowling partners that he
would pay if one of the teammates would make the purchase. He didn't feel it was
proper for the pastor to be seen buying a pitcher of beer. He said someone suggested
going for sandwiches and ice cream at the conclusion of bowling as an expression of
respect" Perhaps the congregation underestimates the need and desire of the pastor to be
"part of the group" that is not related to the church.
The most common response to this question is that congregations do not
adequately care and support the pastor. It is evident in the previous pastor's comments as
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well as information gathered from the Clergy Survey that there is an element of
loneliness in the life of the pastor that the congregation is generally unaware of.
Discovery of Future Care and Support 
- 
Question Nine
Discussion of future possibilities for care and support of pastors several
participants stated they need to become better acquainted with the pastor on a personal
level. "'We take it for granted when things are going along smoothly and there is
probably something that I could do to encourage him but we don't think about it, at least I
don't all the time" contributed Participant A. In addition, o'supporting the pastor's family
is important too, making his wife feel welcome and a part of the congregation and
making sure that his children are included".
Participant C which has a pastor-parish committee stated, "I was just thinking that
the pastor-parish committee could do some things at least getting some things out in the
newsletter now and then and taking some opporfunities for teaching on this". A direct
approach is what Participant E expressed would be a step in the future, "be more direct in
asking her what she needs" and ask "if there are things that we are not doing personally".
Improved acquaintance with the pastor was most commonly noted in the discussion of
this question.
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CHAPTER SEVEN: E,XAMINATION OF DISCOVERY
Overview
Part A of the research srudy surveyed ordained clergy with member congregations
in the Presbyterian Church-USA in Minnesota. The survey was designed in a style that
invokes the use of Appreciative Inquiry to examine the role of the Servant-Leader aspect
of ordained clergy and seek pastoral opinion on the appreciation, care, and support from
the congregation. Part B of the research study examined the views and opinions of
congregational members in seven PC-USA churches in Minnesota. A Focus Group
Interview was the mode of discovery to ascertain congregational information about the
appreciation, care, and support that congregations bestow on the pastor,
Discoverv Review 
- 
Clergy Survev
The pastoral survey information revealed that in general pastors feel the
expectations of the congregation demand the pastor be in service to them personally,
rather than in service to God to lead and guide the congregation. Compensation and
benefit packages are descrihed as adequate. A couple of respondents felt the salary and
benefits were good while others felt it could be better. The basic compensation and
benefit package is established by the Presbytery to assure that the pastors are adequately
compensated based on education, experience, and cost of living. Skill in the area of
administration is strongly identified by pastors as strength" The most commonly
identified strength and the skill identified as most important is personal relationships (or
people skills) with parishioners.
The most often identified source of personal stress is the unreasonable expectation
of the congregation that the pastor should be available 24111365. Another stress is each
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parishioner's belief that their problem is the most important and should be attended to
first, Loneliness and depression are common afflictions identified by clergy members.
Pastors feel parishioners have very little understanding of the life and stress the
parish pastor faces. While some pastors feel some members attempt to understand and be
sympathetic, others are very selfish and do not wish to take personal responsibility for or
interest in the leadership of the church. However, this is not a widespread thought among
respondents. Pastors are split as to whether there is a variance of this attilude from
church to church and it is most commonly stated that the variance is dependant on
membership size and not location (urban or rural). Congregations provide adequate
financial, educational, and benefit support in all cases. Care is generally exhibited in the
form of verbal and written appreciation
Discoverv Review 
- 
Focus Group Interview
The Focus Group Interviews confirmed much of what pastors expressed as the
parishioner understanding of the stress and demands of parish ministry. Many
participants expressed they fall short when considering the needs of the pastor.
Furthermore, most participants feel neither personally nor corporately that the needs are
met for the provision of care, support, and appreciation of the pastor. The expectations of
the congregation likely exceed the awareness of the pastors needs.
Focus Group Participants displayed difficulty in comparing the role of a pastor as
a leader with that of a corporate CEO. One participant likened the pastoral vocation with
those who pursue a career in medicine as they both work with people and emotions. It
was expressed that congregational expectations of the pastor far exceed those of the CEO
by the corporation, specifically the aspect relating to the availability of the pastor 2417 .
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Participants expressed the deeper emotional commitment of the pastor to their chosen
vocation and that pastors educate for the specific vocation and it is assumed they are
prepared and capable of wearing all hats immediately. It was further observed that the
CEO has trained in other functions and roles and educated in any number of possible
vocations prior to becoming leader of an organization.
Discussions about future care and support for parish ministers led to general and
specific ideas of how a congregation can develop a reciprocally nurturing and supportive
environment.
Leadership Perspective
This research study was developed to gain a broader understanding of
Congregational Care and Support of Servant-Leaders performing in the capacity of parish
pastor. The description of Servant-Leader provided by Greenleaf, is one who serves first
and has a nafural desire to serve- This fits the perception of parish pastors. The response
to the inquiry of pastoral understanding of Servant-Leadership confirms that pastors are
familiar with Greenleaf s term and apply it accordingly. Servant-Leadership does not
imply, however, an absence of care and support by those one Serves.
Pastoral ABplisalisn
The information obtained from the research reflects a deep need for an advanced
level and greater priority by the congregation to provide care and support to pastors in
parish ministry. Following are some ideas that parish pastors may apply to their
individual situation to allow parishioners an opporlunity to develop much needed and
improved care and support not only for the pastor but, fellow Christians world-wide. The
purpose of sharing ideas for pastors is to inspire awareness, share ideas, and encourage
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shared responsibility with parishioners. Many excellent ideas surfaced from Clergy
Surveys, Focus Group Interviews, conversations with pastors, and conversations with
congregational members who have a passion for the care and support of pastors. The
ideas have been divided into three categories: Leadership Development, Communication
and Acknowledgement.
Leaders hip D ev elopment
1. Take advantage of all renewal possibilities: Vacation, sfudy leave, sabbatical,
continuing education, or pastoral retreats. Keep vacation and continuing education
opportunities separate.
2. Develop strong leadership assistance within your congregational community. One
participating church involved the congregations in various parts of the service, providing
the pastor more opporfunities to connect with visitors and members on Sunday morning.
Communication
1. Consider a Pastor-Parish committee.
2. Establish a means of communication with the congregation so they have something
specific to pray for, perhaps a corner in the Sunday bulletin. The congregation does not
need to know your whole life but, allow them to serve (care and support) the pastor.
Acknowledgement
I . If you feel appreciated, make sure the congregation is aware. Verbal and written
thankyous will tell the congregation that it is meaningful to you and it will also inspire
some that maybe have not thought about personal ways to care for the pastor,
2. Acknowledge the work that groups within the congregation have participated in. It
does not always require names, but more generally such as, those who helped to decorate
the sancfuary for Advent.
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Additional ideas that were gleaned from sources other than the surveys, focus
groups, pastoral and congregational conversations are noted as:
I . Development of Lay Ministry within congregation, if applicable, to include the
pastor and family as congregational members.
2. Planning ahead and conversations with session or members in general may
alleviate the anxiefy.
3. Consider pastorates within the congregation. Pastorates are a next step or
extension of the Alpha Ministry"
4. Assign a lay pastor to pastors' family as an outlet to share needs.
5. Find the means to incorporate needs with announcements or context of a serrnon.
I heard a pastor describe the need to work on sernons or teaching materials in a
home office which was away from distractions and in an environment of serenity
where some particularly meaningful art work was displayed (Spears, 1998 &
Steinbron, 1987).
There will be some suggestions from the list above that apply to the
congregational application as well and have been repeated below, occasionally with a
more detailed description.
Congregational Application
There are a number of ways for congregations to provide care and support for
pastors. Some of the participating churches have some wonderful methods in place
already that will be mentioned again here. There are different needs for individual
church communities but the needs for the pastor are relatively the same. Some of the
ideas could be found in more than one category. The following lists are a compilation of
ideas expressed in clergy surveys, focus group interviews, literature review,
conversations with pastors, and conversations with congregational members. There is
literature available on this topic through specific denominations, foundations such as the
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Lilly Foundation, the Hartford Seminary Foundation, and the Alban Institute that fund
various studies about church related topics. The ideas that apply to Parishioner review
are divided into the following categories: Pastoral Communications, Leadership
Development (pastor or parishioner), and Community Relations (local or global).
P ast o ral C o mm unic atio ns
1. Develop aLay Pastor Ministry. It provides assistance to the pastor in a way that is
immeasurable. As the pastor cannot be everywhere, the Lay Pastor Ministry provides an
opportunity for those called by God to serve their fellow Christians and Parishioners in a
very personal way. The Lay Pastor is a strong connection to the Body of Christ. Include
the pastor and family providing a connection for them as wel1. This can start small. This
can be helpful to congregations in transition between leaders.
2. Pastor 
- 
Parish Committee. One participating church has a successful means of
support for the pastor through this outlet. Remember the pastor selects some members
and the session selects an equal number of members. The purpose is to provide a means
to communicate concerns, ideas, and problems in a loving and respectful manner.
3. Assign a Lay-Pastor to the minister and his family. This should be a member who is
not on the Personnel Committee.
4. Develop a keen awareness of your personal demands on your pastor. If you need a
significant amount of time to talk about an issue, is it possible to schedule a specific time
instead ofjust dropping in? Know that others also have needs and perhaps you may need
to take a number. Are there times that you have called the pastor late at night or on a day
off when it could have waited? For example, there is a death in the family, late in the
evening and there are others with you. Can you wait until morning to notify the pastor
knowing that there is really nothing that he can do at that time?
5. Try to dispel pettiness and rumors within the church community. Take concerns to the
person involved or someone you trust who could be of help.
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Le aders h ip D ev elop me nt
Community Relations
1. Encourage and get excited about any time away from the day-to-day church work that
your pastor can participate in meaningful experiences. Talk about a recent vacation; (AI:
what was most renewing for him/her. Take interest in the pastor's ideas for a study leave
or sabbatical. Encourage the pastor to attend pastoral retreats. This is easier said than
done in small churches but, keep in mind that spiritual, emotional, and physical rest/
renewal benefit the entire church community-
2. Support new ideas, with discernment, that the pastor has, they may work and you may
like them, they may not work for you but it might for others.
3. Be involved in activities that make use of your spiritual gifts and will equip you to be
a better servant of God as well. You are called to serve in the same capacity as a
Christian that your pastor has been. Take heed to follow the example of Jesus Christ in
bringing others to a personal relationship. "Turn your eyes upon Jesus, lookfull in his
wonderfut face and the things of earth will grow strangely dim in the light of his glory
and grace. " It may be the best thing you can do for your pastor.
I . Do you provide an annual raise? Maybe you should. Most of the rest ofus expect a
raise each year, should we expect less from the pastor?
2. Maintain a steady flow of verhal, written, and prayer encouragement. The
participating pastors find it to be very uplifting. Take it a step further, ask what you can
pray for in a week other than the usual things; health, safety, or serrnon inspiration.
3, Have coffee with a group of fellow Christians (preferably different denominations) and
swap ideas about how to care and support the pastor. This is not a denominational issue-
4. Develop a formal means of pastoral recognition within your church community. Some
use October pastor recognition that is sponsored by KTIS radio. This is a wonderful way
to start but, is it possible to recognize something special about the pastor(s) on a more
regular and frequent basis. One idea would be 1 minute twice a month for a member of
the congregation to recognize something special about the pastor(s).
5. Strict observance of days off, with the exception of absolute emergencies.
l2
6. Invitations to events unrelated to church. Perhaps you know the pastor loves football
and you have tickets, how about inviting the pastor?
7. Try to develop a friendship with your pastor or his/her spouse.
L Take an interest in the pastors children. Include them in activities.
Posslbilities for Future Study.
It is the hope that this research srudy is just a beginning in the discovery of how
congregations provide care and support parish pastor and how congregations can become
more aware of and effective in providing care and support. This study was conducted in
only one denomination of many and could be replicated in any of the vastly different
denominations in the country. As this study suggests, some differences are related to
cultural discrepancies in different geographical regions of the United States. Christian
communities around the world can learn much from each other as we are aware of the
various aspects of care and support exhibited within different cultures available to us
from sociological research.
Identification of Fu ture Research Onnortunities:
1. What are the differences in how parish pastors are provided congregational
care and support in various/diverse regions of the United States?
2. What are the differences and similarities cross-denominationally for
congregational care and support provided to parish pastors?
3. How are the needs and deficits the same or different when comparing Catholic
priests and Protestant ministers?
4. Is the minimum standard compensation and benefit package similar across
denominations?
IJ
5. Does the congregational care vary based on the gender of the pastor?
As the church belongs to all believers, the responsibilify to care for the church
belongs to all believers as well, This statement refers to the "global" church community
but, is applicable to the "local" church community as well. It is probably easier for most
people to think in terms of individual church communities and we must not forget the
pastor is a very integral part of each church community.
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CHAPTER EIGHT: CONCLUSION
The research study was one of discovery born of a curiosity to know more about
two separate but, related questions. First, do pastors in parish ministry feel appreciated,
cared for, and supported by the congregations they serve? Second, do congregational
members feel they care and support their parish pastor, and third, in what manner do
congregational members provide care and support? These questions were the basis for
the development of the study and were the guide or how to proceed in obtaining the
desired information. While the questions for both the Clergy Survey and Focus Group
Interview were designed to be positive, employing the use of Appreciative Inquiry
methods to develop the question, there were significant negative overtones to many of the
responses.
This is an exploratory study with discovery as the intent and the probability that
the results will be a stepping stone to further sfudy of congregational care. In addition to
the known limitations at the onset of the study such as geographical, and denomination
lirnitations, other limitations were discovered in the study process for example, there was
no response from the Twin Cities metro area, which meant that the responses were almost
exclusively from rural areas. Also in the focus groups, females were represented two to
one over males. There were a combined total of 60 participants with 20 clergy and 40
congregational participants. Of the sixfy, 25 were male and 35 were female.
The Clergy Survey revealed an overall feeling of pastoral appreciation from
parishioners and a general satisfaction for the monetary compensation. These varied
somewhat based on the geographical location and the extras the church would pay for.
Some pastors expressed greater satisfaction than others. A greater number of pastoral
75
respondents did not feel the congregation understands the demands of the position of a
pastor and misunderstand the causes of stress in the life of a pastor. Responses indicate
that depression and loneliness are prevalent among pastors.
Although Appreciative Inquiry was employed to develop positive questions, this
researcher would rearrange the questions to inquire about stresses at the end of the
pastoral questions and include the question for pastors, "What do you want in regard to
congregational care and support?" Appreciative Inquiry provided a focus for the question
development. It was hetpful during the focus interviews when clarifying the follow up
questions to participant responses.
The Focus Group Interview revealed a greater response variation than did the
Clergy Survey, The size of the congregation made the greatest difference. Smaller
congregations expressed a closer relationship with the pastor. Members and pastors are
also friends and shared activities that unrelated to the church extended beyond the church
walls. Most clergy participants did not feel parishioners were aware of the pastors' needs
and thought that not enough was done on a consistent basis to care and support the pastor.
ln several cases the group discussion revealed that the congregation as a whole and
individuals separately contributed more than they were aware of before the discussion
took place. The specifics are outlined in chapter six. Several of the groups left the
discussion thinking about ways to spark awareness and interest in their own
congregations.
The results of this research study alerted the researcher to how little interest
parishioners take in the well-being of our spiritual leaders. We seem to have come to
take it for granted that clergy are somehow immune to maladies such as depression and
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loneliness. It was the discovery of the researcher's lack of understanding of the stress of
a pastors' life and how easy it is to neglect our spiritual leaders that this research topic
was pursued. The srudy is a beginning, ns stated earlier, this is a cross-denominational
issue and now the light has been shed on this concern, hopefully the study can continue.
Each of the cornerstones provided are the framework of understanding in which to
develop the sfudy in particular the questions. Focusing on pastors as servant leaders and
the church as a community led to appreciative inquiry as a model for questioning and
initial discovery required a closer look at clergy stress and burnout.
Pastors as servant leaders are in a difficult position. First, they often enter the
ministry with unrealistic and disproportionate expectations about the tenure with any
single congregation. Second, pastors rarely have a clear understanding of the
expectations of the congregation they have been called to serve. As Greenleaf described
Ieadership as "going out ahead to show the way" (Greenleaf, 1970), it would be nearly
impossible for a pastor to be fulfilling in that aspect if they are unaware of the destination
the congregation expects the pastor to lead them to. While the pastors feel appreciated by
their parishioners the lack of communication between pastor and parishioners at the onset
of the relationship creates a stressful situation for both as they fail to discuss
expectations.
Showing the way has two aspects to it, first (and most important), is to show the
woy, in a Christian context, to a deeper relationship in Jesus Christ. Second, a pastor is to
also show the way to a productive and effective congregation in general with numerous
opporlunities to learn, grow, and serve. It is likely the second aspect is the more difficult
of the two but, not always so.
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As a Servant-Leader, the pastor is vulnerable to external forces by the very nature
of the communiry (system) they work in. The cornmunity may not always be supportive
of the pastor causing system deterioration. The abilify to change and adapt is the measure
of the strength of the communify. Wheatley ( 1999) points out the churches are living
systems and as such have the abilify to maintain themselves, [t is the responsibility of the
church community in cooperation (pastor and congregation) with one another to develop
clear and manageable expectations that they can align themselves with.
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APPENDIX A
Institutional Research Board
Angshurg College
Box 107
221I Riverside
Minneapolis MN 55454
April 26,2006
To: Dawn Nelson
From: Norma C. Noonan, Chair
I am plea.sed to inforrn you that the IRB has approved your application for
the project: Congregationsl Service to Pastoral Leaders (a iocial service approach to
seryant ieudership)
_ 
as submitted
_XX_ as revised with rhe additional form(s)/clranges
--x- lvith the following conditions: Clarification of the role of Rev. Coller
and rvhether a signature is needetl.
Your IRB appr:oval number w'hich should bc notecl in your writtcn prrcject and in any
major documents alluding to the research project is as follows:
z*fi6-34-2
I wish you success with your project. If you have any questions, you may contact il1e:
6I 2-330-l 198 or qer:nan @ augsburg.edu.
c. Dr- Link
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APPEI{DIX B
Conlidentiality Statem nt: Research Assistant
Research Assistant Name
As a research assistant for the Master's Thesis project directed by
Dawn M. Nelson; I understand that ALL information that I hear or see in
relation to this project as a research assistant will be kept strictly
confidential.
The content may be discussed solely with the researcher, Dawn M.
Nelson for purposes of content clarification.
Signature of Research Assistant Date
Signature of Researcher Date
IRB Proiect Approval Numher: 2006-34-2
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APPENIDIX C
Consrep ational Service to Pastoral Leaders Consent Form f ]o
(a social systems approach to care of the servant leader)
You are invited to participate in a research study about the care and support of
pastors as servant leaders that is received from congregational members. You were
selected as a possible participant because you have been identified as a Presbyterian
ordained minister in Minnesota. We ask that you read this form and ask any questions
you may have prior to agreement to participate in the study.
This study is being conducted by Dawn Nelson as a component of requirement for
my master's thesis in Leadership at Augsburg College.
Backround Information :
The purpose of this study is to ascertain whether pastors as servant leaders within
the Presbyterian Church USA feel cared for, supported and appreciated by the members
of their respective congregations. It will be impoftant to speak to specific ways that
pastors feel they are suppofted, cared for, and appreciated by congregational members.
The study will also seek to discover the understanding of congregational members
regarding the care, support, and needs of pastors by members. Ultimately the study may
provide useful information regarding the communication and dialogue between pastors
and members to potentially improve care and support and avoid workload fatigue.
Procedures:
If you agree to participate in this sfudy, we would request that you do the
following:
a. complete the enclosed survey and return it in a timely way.
b- agree to allow the researcher to engage members of your congregation to participate in
a one-hour focus group discussion following a random assignment, to participate in part
B of the research study. The content of the focus group will remain confidential and
general themes will be included in the final summary.
Risks and Benefits of Parti cipalrar in this Studv:
The risk associated with this study is that the congregational members who
volunteer for part B will know that a pastor from the church has participated in part A,
however, names and direct responses of clergy will not be shared with focus group
participants. Confidentiality will be maintained even though anonymify cannot be
guaranteed.. There is no direct monetary benefit for sfudy participants.
The indirect benefits of this study may be an understanding of what pastors are in
need of from congregational members and an understanding of member awareness of the
pastoral needs and how to provide support, cate, and appreciation to parish pastors. It
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may also open charurels of communication and dialogue regarding methods to support
pastoral leaders including curriculum used in their own education.
Coqlidentiality:
The records of this study will be kept private. In any sort of report we might
publish, we will not include any information that will make it possible to directly identify
you. The survey has been identified only by size of the congregation and geographical
location within the state and if the church is located in an urban or rural area. Research
records will be kept in a locked file and only the researcher will have access to the
records.
Raw Data (written and taped) will be destroyed by September 2009,
Voluntarv Na of the Studv:
Your decision whether or not to participate will not affect your current or furure
relations with Augsburg College. If you decide to participate you are free to withdraw at
any time without affecting those relationships-
Cqntacts and Ouestions:
The researcher conducting this sfudy is Dawn Nelson, You may ask questions at
any time by contacting Dawn Nelson at 612-735-8919 or Rosemary Link PhD (thesis
advisor) at 612-330-1147 
"
You will be given a copy of this form to keep for your records.
'Statement of Consent:
I have read the above information or have had it read to me. I have received
answers to questions asked. I consent to participate in the study.
Signature Date
I consent to allow the use of my direct quotations in the published thesis
document but will be identified anonymously.
Signature Date
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APPENDIX D
Consresatio al Service to Pastoral Le rs Consent Form (FO US GROUP
PARTI ANTS)
(a social systems approach to care of the servant leader)
You are invited to participate in a research study of care and support of pastors as
servant leaders within the Presbyterian denomination in Minnesota. Your congregation
has been chosen to solicit volunteers because of participation of a pastoral leader in your
congregation for part A of this research study. We ask that you read this form and ask
any questions you may have prior to agreement to participate in the sfudy.
This study is being conducted by Dawn }*lelson as a component of requirement for
my master's thesis in Leadership Srudies at Augsburg College.
Backround Information :
The purpose of this study is to ascertain whether pastors as servant leaders in
parish ministry within the Presbyterian Church USA in MN feel cared for, supported and
appreciated by the members of their respective congregations in which they currently
serve. It will be important to speak to specific ways that pastors are supported by, cared
for, and appreciated by congregational members. The Focus Group Interview will seek
to discover the understanding of congregational members regarding the care, support, and
needs of pastors by congregational members. Ultimately the sfudy may provide useful
information regarding the communication and dialogue between pastors and members to
potentially improve or expand the care and support of servant leaders in parish ministry.
Procedures:
If you agree to participate in this sfudy, we would request that you do the
following: a) engage in a one-hour Focus Group Interview, if selected, and b) all
information shared in the course of the focus group will remain confidential.
Risks and Benefits:
The risks associated with the sfudy are: a) fellow participants may disclose
portions of the discussion to others outside the sfudy although confidentiality will be
requested by all; b) the participating pastor may learn who has participated in the focus
group. Names and content of the discussion will not be disclosed by the researcher to
pastoral participants; c) the researcher will make every effort to preserve but is unable to
guarantee anonymity for participants..
The indirect benefits of this study may be an understanding of what pastors need
from congregational members and an understanding of member awareness of the pastoral
needs and why pastors may or may not feel supported, cared for and appreciated. It may
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also open channels of communication and dialogue within congregations regarding the to
support pastoral leaders.
Confidentialitv:
The records of this study will be kept private" Any summary orreport that is
published, will not include any information that will directly identify you. The
information you provide will not be shared directly with your pastor. Research records
will be kept in a locked file and only the researcher will have access to the records.
Audio/videotapes of focus groups may be used. Only the researcher will have
access to audio/videotapes.
Raw Data (written and taped) will be destroyed by September 2009.
Voluntarv Nature of the Study:
Your decision whether or not to participate will not affect your current or future
relations with the Augsburg College, your church, or your pastor. If you decide to
participate you are free to withdraw at any time without affecting those relationships.
The researcher conducting this study is Dawn Nelson. You may ask questions at
any time by contacting DawnNelson at 612-735-8919 orRosemary Link PhD (thesis
advisor) at 61 2-330-1147 .
You will be given a copy of this form to keep for your records.
Statement of Consent:
I have read the above information or have had it read to me. I have received
answers to questions asked. I consent to participate in the sfudy.
Si Date
I consent to be audio and/or videotaped.
Signature Date
I consent to allow the use of my direct quotations in the published thesis
document but will be identified anonymously.
Signature Date
Contacts and Ouestions:
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APPENDIX E
Dear Pastor;
I am a graduate student in the Master of Arts in Leadership Program at Augsburg
College in Minneapolis. I have chosen to research the Care and Support of Servant
Leaders in the call of Parish Ministry.
I intend to survey I l8 Presbyterian ministers across Minnesota using the
enclosed survey form. The responses will serve to develop a Focus Group Interview.
The survey also provides an opporfunity for congregational members to volunteer to
participate in a Focus Group Interview to share what they feel is care and support of
pastors and how they perform this function within the church body.
The survey is a cross-section of the entire state with the intent to gain responses
from varied congregational membership sizes and geographical location (urban/rural)
across the state. Hope Presbyterian in Richfield is serving as a pilot site for this study.
It is my hope that you will take some time to complete the enclosed survey.
Please answer the question at the end regarding the participation of your congregation as
a possible focus group site and complete the enclosed Consent to Participate form.
The information you share on the survey is slrictlv confidential. The survey
information will not be shared with the focus group participants. Also the focus group
responses will not be shared outside of the context of the group; however, a summary of
the study will be shared with congregations that participate in both the survey and Focus
Group Interview. I deeply appreciate your assistance in this study.
Sincerely,
Dawn M. /Ve-Z son
Dawn M. Nelson
Augsburg College
cB 70s9
2211 Riverside Avenue
Minneapolis, MN 55454
Please cotnplete the attaclred surve-y* and consent klrnr. P1ace this lettcr so the back side
is visible r-vith the return acldress and grostage visilrle. Folcl and use tape or staple to close
at the opening. Thank 
.y-on.
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APPENDIX F
Presbytery of the Northern Plains
Presbytery of the Twin Cities Area
Presbytery of the Minnesota Valleys
Executive Presbyter
12 February,2006
Dear Executive Presbyter,
I am a graduate student in the Leadership program at Augsburg College in
Minneapolis. I am preparing the ground work for my thesis project to submit to the
Institutional Review Board and it was suggested due to the nafure of my research that I
contact the presbytery office.
Briefly, my subject is The Care and Support of the Servant-Leader in Parish
Ministry (clergy). My project involves a survey to Presbyterian clergy in Minnesota
following with focus groups involving congregational members from selected churches.
Following a case sfudy of a leader in which one of my own pastoral leaders participated, I
became aware that congregational members most likely know very little about how to
care and support the clergy and if asked would not know how to define what care and
support would look like. On the other hand I wonder how pastors approach the topic and
share with the congregations what their needs are.
I am writing to the presbyteries that serve Minnesota congregations to inform
them of my intent and provide an opporfuniry to comment or share any concerns with me
regarding this project. Thank you.
Sincerely,
Dawn M, Nelson
4228 
- 
3l Avenue South
Minneapolis, MIll 55406
au tu mnmo onmorn(D,mc I e odus a. ne t
612-729-17 42
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APPENDIX G
PRESBYTER.Y RE NSE
Fresbytery of the Northern plains
As a representative I have reviewed the Thesis proposal presented by Dawn
M. Nelson regarding "Congregational Care and Suppofl of Pastors in parish
Ministry"- It is understood that the thesis project involves pastors and
congregational members in the following way-
1- Letters and surveys will be sent to r 18 clergy members of the
Presbyterian Church USA throughout Minnesota. The content of the
survey requests responses about servant-leadership, stress in parish
ministry, congregational understanding and support, and personal
experiences of support and care or lack of- Clergy are invited to
extend permission to the researcher to conduct Focus Group
Interviews with willing congregational members.
2. congregations in which to conduct Focus Group Interviews were
chosen from among the invitations extended by clergy to encompass a
cross representation of Minnesota to include congregations of various
sizes, geographical location, and urban/rural settings_ Six churches
will be chosen from the invitations to participate and the researcher
will contact the person indicated by the pastor to arrange the time and
date of the Focus Group Interview.
As the designated representative for the presbytery of the Northern
Plains, I have reviewed the thesis proposal outlined above and have had
an opportunity to ask questions and obtain further information regarding
the research project. There are no objections to the performing oithis
research project within congregations of this presbytery.
ArMD&r- A hR+nt,-
Print Name
</r, f ot _Datd I
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APPENDIX H
PRESBYTERY RESPONSE
Preshytery of the Twin Cities Area
As a representative I have reviewed the Thesis proposal presented by Dawn
M. Nelson regarding "Congregational Care and Support of Pastors in Parish
Ministry". It is understood that the thesis project involves pastors and
congregational members in the following way.
1- Letters and surveys will be sent to 118 clergy members of the
Presbyterian Church USA throughout Mimesota. The content of the
survey requests responses about servant-leadership, stress in parish
ministry, congregational understanding and support, and personal
experiences of support and care or lack of. Clergy are invited to
extend permission to the researcher to conduct Focus Group
Interviews with willing congregational members.
2. Congregations in which to conduct Focus Group Interviews were
chosen from among the invitations extended by clergy to encompass a
cross representation of Minnesota to include congregations of various
sizes, geographical location, and urban/rural settings- Six churches
will be chosen from the invitations to participate and the researcher
will contact the person indicated by the pastor to arrange the time and
date of the Focus Group Interview.
As the designated representative for the Presbytery of the Nerthern Tr\jiyr Anes drg,
Ptaim, I have reviewed the thesis proposal outlined above and have had
an opportunity to ask questions and obtain further information regarding
the research project. There are no objections to the performing of this
research project within congregations of this Presbytery.
Cn ,' t7. do 0 [,
Signature Date
0 rolt
i\_
dn filn.u.skf'
Print Name
APPENDIX I
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r::s&qFYr ERY BESr{}N$H
Preshyt*,ry cd ths Mincles#t* Yrffiryu
As a rcpresentative tr hnve review*d tlre Thesis pr*pou*i presented by Dawn
IVI. Irlelssln:r"egarcli*g -'Crrngr*gational Care cnd $upp+rt of F*stors in Paristr
Mini.qtry". It is urtderstr]$d ttrlst the thesis project involves past*r*r and
cangregetiorr*l members in the f+ll wing ra'ay.
l. Letter* end survey* will be s+nf te t ls clergy rnembers *f thr
Preshyterian Church USA tltr*ughout M[mn*so{a. The *fifltent of the
surx/ey r'equests r*spsnsss absat servant-leadership, stress i* p*lrlsfl
ministr,y, crng.regatiortaI und*rstanding and supp*$, and pr,rmnal
eNperic**c* *f *uppsrt a*d cinn flr Isck *f. flcrgy ar* invited t*
exterld p*rrnis*io*-r t* the rnsesr*her tu c*ndu*t Fosus Group
I.nteryiewr witfu wi I I ing sff n gregatinna I m*mh*rs.
2. Congregilrt*ns in v,.hiuh trl crrlduct Focus fir*wp {r,rterv:iervs were
ch*sen fs*m er&*rlg the imvitati*ns extended hy cterry tei e.ne*r,rrpess.*
firrlss represcnttti*n CIf Mitrnes*ta t* indude congregations of vari*us
*iz*s, ge+graphical l***fi+nn mrd urbar/nrr*l settipg*, $ix ch urches
will hE chcs*H frsrlt the insitatiens t+ participate and the resear*her
rvtll esntaet the persffI i*dicated try tlre pn*tor tr: *rra*ge the tlrfte *ftd
date *fthr F*e*s #rmtp Infervierv.
**
As the elesignated repres*nfative for the Pr*sbytery af#*#g; P')'1ri^',(;"{'1- y^l(op:
.Fffir,I }tave ret-iewed the thesis prcpx*l ontlineet nb*v* and heve ha{i
En sFpsrtmdty t* ask questifins afid cbtai* fumher inf.orr,nstion reg rding
the research proj++t. There are fls objerti*ns rc thr perf*rming olt*ris -
rese&r*h pr*ject wittrln congregetions of this presbytery.
<-@'<-
---&-" ft^,/E
Signature
Frint Nanie
1lt /o C
frais /
{/tr/c':tY-t--!**t 1/r* 
_ ..-..
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APPENDIX J
CLERGY SURVEY
1. How long have you served in parish ministry?
2. Describe the size of congregations you have served and the length of time in
which you have served each?
3. What do you understand the term Servant-Leader to mean?
4. Identify your strengths as a servant leader (pastor)?
5. Identify three personal stresses you have experienced in your parish ministry.
6. What do you think is the understanding of congregational members of the life
and stresses of the parish pastor?
7. In your experience, how does this vary from one congregation to another?
8. In what ways does your congregation provide care and support to you?
(financial, benefits, emotional, spiritually, other)
9. Do you feel appreciated by your congregation?
a.
b.
c.
10. Please describe why or why not.
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APPENDIX K
FOCUS GROUP INTERVIEW
1. Define support and care of pastors in parish ministry.
2- What is your understanding of the stress that parish pastors encounter, the
demands the church places on the life of the pastor?
3, What are your pastor's strengths?
4- How invested in their chosen vocation are parish pastors in comparison to a
corporate CtrO?
5- Do you think your congregation provides adequate support and care for
pastor?
6. How is the support and care of the pastor provided?
7. What do you appreciate about your pastor?
8. How do you express your appreciation?
9. Going forward 
- 
What would you do to support and care for your pastor(s)?
Augsburg College
Lindell Library
tutinneapolis, M[tl 55454
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APPENDIX L
Key Definitions
Leader 
- 
One who goes out ahead to direct a community to action and service.
Trustee 
- 
One who oversees the functions of the community to prevent inappropriate
actions or breaking of law. Guides the community in times of conflict and through
problem resolution.
Presbytery 
- 
A group within the Presbyterian Church USA that serves regionally to
establish guideline for pastoral compensation and serves to oversee special functions for
the member congregations.
Parish Pastor 
- 
One who is ordained clergy and is assigned to and serves a specific
affiliated member congregation. In the PC-USA the pastor is called by the congregation
to serve in the specific church rather than assignment as in some other Christian
denominations. Unusual circumstances may also the parish pastor to be a Lay-pastor
who is serving a particular congregation. This is rare in the PC-USA.
Lay Ministry 
- 
A ministry in which members of the congregation are trained and
equipped to serue in a pastoring capaciry to fellow members of the same congregation.
Care 
- 
Providing for the pastor emotionally, spiritually, psychologically, and physically.
Support 
- 
Providing for the pastor monetarily (entire benefit package).
Twin Cities Metro Area - the area includes Minneapolis, Saint Paul, and surrounding
suburban cities in the seven county area of Hennepin, Ramsey, Anoka, Carver, Dakota,
Scott, and Washington.
